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DOCUMENTS EXPEDITING PROJECT 


FOREWORD 


OcTOBER 29, 1953 
Hon. Partie Youna, 
Chairman. United States Civil Service Commission, 
Washington 25, D.C 

Drar Mr. Youna: In reviewing the agenda of proposed legislation 
which will be before the committee for early consideration in the 
coming session, my attention has been concentrated on Senate bill 
2302 which amends the Classification Act of 1949, as amended, to 
exclude positions in the crafts, protective and custodial area and 
provides that they shall be compensated on a prevailing rate basis 
Section 4 of the bill grants the Commission the authority to issue 
regulations for the administration of such act 

This raises a question as to whether it might not be feasible to 
establish a central ageney of authority to prescribe and administe! 
the wage rates for all so-called blue-collar workers of the Federal 
service. 

It is my understanding that there are wide differences in the ultimate 
determination of prevailing rates by the various Government Depart- 
ments and such differences have produced unrealistic wage rates and 
created undue budget and management problems 

If this be so, then unification of authority to fix wage rates by 
creating a central authority would remove many of the inequities of 
the present system, eliminate duplication of surveys, improve the 
morale of the employees thereunder, and result in more efficient and 
economical administration of the program. 

Therefore, I should like to request that the Civil Service Commis- 
sion make a study of the matter and submit a report along with your 
recommendations thereon to the committee on or before January 30 
1954. 

I shall appreciate your contacting the staff of the committee for 
any information needed in working out the necessary details in con- 
nection with the furnishing of this report. 

With best regards, | am, 

Sincerely yours, 
FRANK CARLSON, 
Chairman, Post Office and Civil Service Committee. 


Ill 








LETTER OF TRANSMITTAL 


Unirrp Srares Crvin Service Commission, 
Washir gton D5. D ( : February 25. 1954. 
Hon. Frank Carson, 
Chair man, Comn ittee on Post O fhee and Civil Service 


Un ited States Senate Washi gto? D5. D ce 


Drar Senator Carson: I am transmitting with this letter a 
report, Prevailing-Rate Pay Systems for Trades, Crafts, and Labor 
Occupations in the Federal Service, presenting the facts developed 
in the study of wage rates for Federal blue-collar workers requested 
in your letter of October 29. 1953 

Our report covers pay practices tor the prevailing rate group as lil 


now exists. 5S. 2665, H. R. 7338, and other pending bills include 
provisions which would abolish the existing crafts, protective, and 
custodial schedule of the Classification Act and transfer a majority 
of the employees concerned to the prevailing-rate group. Enactment 
of such legislation would add about 69,000 Federal employees to the 
number whose pay rates are fixed by the prevailing-rate method. 
It would also establish certain agencies for the first time as large 
emplovers ol prevailing-rate personnel Agencies most affected would 
be the Veterans’ Administration, where approximately 37,000 em 
ployees would be converted to the prevailing-rate group, and the 
General Services Administration, where approximately 15,000 would 
be converted. 

The Commission endorses the principle of a centrally coordinated 
pre vailing-rate pay system for Federal employees in trades, craits 
and labor occupations. Before reaching a final conclusion on the 
most desirable degree and method of central coordination, however, 


the Commission wishes to clve further study to some of the at) 


jor 
problems involved. 

In the course of the current study, the Commission’s staff prepared 
a tentative plan for centralizing authority ovel prevailing rate pay 
matters. Comments on the tentative proposals were then obtained 
from Federal agencies employ ing blue-collar workers 

While agencies generally concurred with the objective of a coordi 
nated pay system for the Government’s blue-collar workers, there 
were substantial differences of opinion as to the form such a system 
should take. Questions were raised, for example, on th 
coverage of a coordinated System, the mann in which central 
authority would be exercised, and the extent of agency and employce 
participation. 


In a matter so complex and of such importance to a large proportion 


e proper 
i 


of Federal employees, the Commission does not wish to reach final 


conclusions without ful! consid 


eration of all the proble 


ms and interests 
involved. Consequently, our staff is undertaking further studies of 
the principal questions that have developed from the tentative 
proposals. 

When these studies are completed, which should be within the next 
6 months, the Commission wil! be happy to submit to the committe 
its recommendations on the most feasible approach to the problem of 
Governmentwide coordination of prevailing-rate pay matte 

Sincerely yours 


I 
I 
} 
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PHitie Youna. Chairmar 
¥v 
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STUDY OF THE PREVAILING-RATE PAY SYSTEMS FOR 
TRADES, CRAFTS, AND LABOR OCCUPATIONS IN THE 
FEDERAL SERVICE 


l. INTRODUCTION 


Employees in trades, craits, and labor occupa ons whose wages are 


fixed administratively in accordance with prevailing rates make up a 


pay category of the Federal service second in size only to the Classifi- 


cation Act group. Each agency has nearly complete authority over 
wage rates for its pre vailing rate employees Tl ere 18S no statutory 
provision for governmentwide administrative coordination of pre- 


vailing-rate pay policies, practices, or sched 
Increases in the number of « mploy es In thi prevailing-rate ( ategory 


during the war and again during the Korean conflict, the proposed 
legislation which would transfer to the prevailing-rate group mos 


positions now under the crafts, protective, and custodial schedule of 
the Classification Act, and the 1949 Hoover Commission proposal to 
extend the prevailing-rate principle to clerical, subprofessional, and 


postal jobs have emphasized the need for st idy ol pay practices In 
this area of Federal pay administration. 


BASIS FOR REPOR!' 


Committee on Post Office and Civil Service of the United States 
senate A letter from the chairman of the committee dated October 
29, 1953, requested that the Civil Service Commission study the 


This report has been prepared in response to a request from the 


feasibility of establishing authority in a central agency to prescribe 
and administer wage rates for all blue-collar workers of the Federal 
service and submit a report with recommendations by January ov), 
1954 

Much of the factual information presented in the report had been 
developed before receipt of the letter in a joint study being made by 
the Bureau of the Budget and the Civil Service Commission of agency 
practices in fixing wages in accordance with prevailing rates 


B. ORGANIZATION OF REPORT, COVERAGE, AND METHODS OF STUDY 


Two separate parts, a body and an appendix, make up this report. 
The body of the report describes generally the background of the 
prevailing-rate pay problem, the present use of the prevailing-rate 
method in setting Federal pay schedules, and variations in agency 
practices and wage rates. Supporting detailed information is pro- 
vided in a separate appendix which includes tables on the distribution 
of prevailing-rate employees, existing statutory authorities for fixing 
rates by this method, and rates paid by agencies in certain selected 
areas. Appendix D describes in considerable detail the prevailing- 
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rate pay practices ol each of the departments and age ncies which are 
the principal Federal employers of prevailing-rate pe ‘rsonnel., 

This report deals generally with the prevailing-rate pay practices 
of all agencies in the executive branch spec ifie ay it covers em- 
plover s in trades, crafts, or labor occupations whose compensation is 
fixed in accordance with as rates. Thus it covers both 
positions exc luded from the Classification Act by section 202 (7) and 
similar positions in agencies otherwise excluded from the act. 

The present study does not include certain other groups whose pay 
scales are based on pre vailing rates but which are otherwise distin- 


guished from the relatively homogeneous body of blue-collar workers 
emp loved in Federal agencies gene rally, ‘These FTOUPS e ither present 


speck al — lems or are restric ted to speci alized oce up: itions and are 
found in few agencie 

nies such groups excluded from the study are white-collar 
personnel of the Tennessee Valley Authority whose salaries are based 
primarily on prevailing-rate considerations and vessel employees 
whose pay rates and conditions of employment follow those of the 
maritime industry. Similarly excluded are alien emplovees at foreign 
posts whose compensation is fixed in recognition of foreign wage 
levels and pay practices. The study does cover, however, prevailing- 
rate employees generally in Territories and possessions of the United 
States and such employees at foreign posts who are United States 
citizens. 

Basic information used in the study was furnished by Federal 
agencies in response to a Bureau of the Budget bulletin calling for 
statistical information, as of June 30, 1952, on the number and geo- 
graphi Cc distribution of employees covered by the study, and copies 
of available administrative regulations or other written information 
on agency pay policies and practices for this group. Interviews with 

taffs of the principal employing agencies su ple mented this informa- 
tion. Wage-fixing procedures in operation were observed through 
pee at wage-survey meetings. Wage schedules then in effect 
or wage rates for spec ific jobs a at selected locations were obtained from 
some of the principal agencies. 

Available ca lished material was reviewed during the course of the 
study. This material included reports of congressional committees, 
the former Personnel Classification Board, and Civil Service Commis« 
sion, and the Hoover Commission, and articles in management and 
personnel journals. 


C. BACKGROUND OF PROBLEM OF PREVAILING-RATE GROUP 


] Fede ral pay structure ge nerally 

In pay matters generally, Federal employees fall into three prin- 
cipal groups. ‘These are the Classification Act group, wage-board 
group, and postal employees. A number of smaller groups, sub- 
stantial in their total, remain outside these three categories. Many 
of these smaller groups are included with the Classification Act group 
in the broader grouping commonly referred to as salaried employees 
outside the postal service. 

The Classification Act group consists of those employees whose 
salaries are fixed by the schedules of the Classification Act of 1949, as 
amended. ‘These salary schedules apply to all Federal employees 
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in the executive branch who are not specifically excepted by provisions 
of the act or other legislation. They also apply to certain groups of 
legislative and judicial employees and to the municipal government 
of the District of Columbia Numerically the lareest of the croups, 
totaling 992,356 employees in the executive branch as of Septembet 
30, 1953, personnel under the Classification Act is found in most 
departments and agencies and is engaged in a wide variety of special- 
ized, technical, and outdoor activities as well as in office work Cer- 
tain emplovees in trades, crafts, or labor occupations whose duties 


involve the maintenance and operation of public buildings, or who 


] 
| 


work in scientific or engineering laboratories as aides to scientists o1 
engineers, are currently paid under Classific ation Act si hedul ; 

Second largest, numbering 772,262 as of September 30, 1953, is the 
wage-board group. These are principally employees in trades, crafts, 
or labor occupations who are paid at rates prevailing in the locality 
for similar work. Their wage rates are fixed by wage-board or similar 
administrative procedures of the individual departments and agencies 
and can be adjusted without lecislative action Aas prevailing rates 
fluctuate. Although wage -board positions occur in substantial num 
bers in other acencies, by far their heaviest concentration is in the 
Department of Defense. 

The field service of the Post Office Department constitutes the 
postal group. As distinguished from employees in the Department’s 
headquarters office who in general are paid under the Classification 
Act, persons in the field service of the Post Office Department are 
paid under special salarv statutes. Although differing in their rates 
and many other particulars, postal pav schedules are like those of the 
Classification Act in that they are fixed by statute and can be changed 
only through legislation. As of September 30, 1953, there were 
497.043 emplovees in the field service of the Post Office Department. 

A substantial number of Federal employees, 139,842 as of Septembe 
30, 1953, are not included in any of the 3 major pay groupings. Thess 
smaller groups can be divided broadly into whose rates of pay are 
prescribed by specific statutes and those whose rates are fixed adminis- 
tratively by the employing departments or agencies 

Special salary statutes set the pav rates of a number of groups ol 
Federal emplovees. Some examples are individuals occupying posi- 
tions for which Coneress has specifically authorized salaries atl Ol 
above the level of the highest rate under the Classification Act; per- 
sonnel of the Foreign Service under the State Department; and physi- 
cians, dentists, nurses, and other emplovees of the Department of 
Medicine and Surgery in the Veterans’ Administration. 

Certain other employees are excluded from the Classification Act 
and paid at rates set administratively by the agencies in which they 
are employed. ‘Treated in this manner are all or part of the personnel 
of specified organizations such as employees of the Tennessee Valley 
Authority, Alaska Railroad, Virgin Islands Corporation, Central 
Intelligence Agency, Atomic Energy Commission, production credit 
corporations, Federal intermediate credit banks, and Panama Canal 
Company; civilian members of the faculty of the Naval War College, 
Naval Academy, and Naval Postgraduate School; postal employees 
under the Canal Zone Government; and employees of local boards and 
appeal boards of the Selective Service System. 
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Similarly excluded from the Classification Act and paid at rates 
fixed administratively are certain types ol employees, irrespective of 
the agency in which they are employed. These include aliens or 
persons not citizens of the United States who occupy positions outside 
the States, employees who serve without compensation or at nominal 
rates of compensation, employees whose compensation is fixed under 
aw Coop rative agreement between the United States and an outside 
organization or person, experts O! consultants employed temporarily 
or intermittently under contract, certain emergency or seasonal em- 
plovees, and a number of other groups employed under special 
circumstances 
» Special characteristics of the preva ling rate group 

An outstanding characteristic of prevailing-rate pay schedules is 
their flexibilitv. As they are adjusted administratively, without need 
tor action by Congress, such schedules are relatively very responsive 
to changes in wage levels in industry. Most agencies attempt to make 
wage surveys annually wherever prevailing-rate emplovees are sta- 
tioned. The frequency ot the resulting adjustments in wage schedules 
contrasts with the much longer periods between congressional actions 
revising pav schedules of the Classification Act and postal pay laws. 

A second maior characteristic of prevailing-rate pav plans is 
geographic variation in wage rates for the same job. ‘T'vpically, 
agencies establish wage schedules on a locality basis entire!lv different 
from the nationwide schedules prescribed by statute for Classification 
Act and postal Positions. 

Classification Act schedules do not vary among agencies, and agency 
actions In assigning positions to pay grades are coordinated by the 
Civil Service Commission. Actions under postal pay statutes are all 
under the central control of the Post Office Department. Prevailing- 
rate pay plans, policies, practices, and schedules, on the other hand, 
are established by each department, with no provision for central 
administrative coordination Pronounced variations among agencies 
are the natural result. 

lo a somewhat lesser degree than base pay, premium pay for over- 
time, night, and holiday work of prevailing-rate employees is also 
characterized by relative flexibilitv, absence of central administrative 
coordination, and both interageney and geographic variation. In all 
these respects it differs markedly from premium pay of Classification 
Aet and postal emplovees, specifically prescribed bv statute. for the 
Most part « entrally coordinated by the Civ il service ( ‘ommission and 


the Post Office Department, respectively, and uniform for all 
localities 

In practice, overtime and holiday pay for the trades, crafts, and 
labor group are comparatively uniform among both agencies and 
localities. Interagency differences are pronounced, however, in shift 
differentials and in payments for hazardous and other undesirable 
working conditions. Shift differentials, in many agencies, vary 
substantially from locality to locality 

Krom time to time specific statutory provisions create other dis- 
tinetions between the prevailing-rate group and Federal employees 
whose salary schedules are set by Congress. A current example is 
section 627 of the Department of Defense Appropriation Act, 1954. 
This section restricts the number of full-time “graded civilian em- 
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ployees” of the Department to 475,000, during fiscal year 1954. No 


similar maximum has been prescribed for prevailing-rate person 
3. General extent of geogra ph c differences in prevailing re 

Geographic differences nh prevaillin rates are ot two k has The 
first tvpe of difference IS Ih vene ral Ware leve Is that Ss, a tendency ot 
wages fo. all occupations to bye hiches Ih Ol i a than anotnel 
The second kind ol diff rence is in the Sp ad | LW hn occupations 
for example the difference between rates for skilled and unskilled 
workers In one area may bye Triti¢ t) Freatel than 1 dhHovne 

\ recent report ol thre But au ol Labo Statist Wa e D iit 
tials and Rate Structures Among 40 Labor Mark: a 2 el 
data on both thes tvpes Ol differences in non-Fed emplovmen 

Information on relative pav levels furnished { plant workers 
in indirect (maintenance, custodial, and warehousu obs in th tO) 
labor markets concerned With New Yor Cit us LOO, the es 
range from a low of 69 for New Orleans to a high of > for the San 
Francisco-Oakland area The average wage | for th 17 jol 
concerned in the San Franciss Oakland area is thus 64 percent 
higher than the average in New Orleans 

Occupational wave differet tials pbetweel | 1] a haitenance 
unskilled occupations are shown for:six areas o1 th a pe en 
and cents-per-hout basis he VY are rreatest vu th South wher 
straight-time hourly earnings of skilled maintenance workers are 82 
cents an hour, or 85 percent higher than the ( tock handlers, and 
95 cents an hour, or 10S pe reemt hiohe r than thos i janitors th 
lowest percentage differential between rates of skilled mainten 
workers and stock handlers occurs on the Pacifie coast, where a diff 
ential of 49 cents an hour amounts to 31 per Otherwise, the 
smallest differentials are found in New England, where rates for skilled 
maintenance workers are 48 cents an hour, or 37 percent, above thos 
of stock handlers, and 62 cents an hour, or 54 percent, above rates of 


janitors. 
4 Interest of the De partment of Labor ni preva } ates 

The Department of Labor has a general interest in prevailing-raté 
determinations. The Department’s activities include establishing 
rates for certain non-Federal employment and conducting extens 
rate surveys for statistical purposes 

Under the Walsh-Healev Act of 1936, as amended, every Govern- 
ment supply contract in excess of $10,000 requires the contractor 
among other things, to pav his employees engaged im manufacturing 
or furnishing materials under the contract not less than the minimum 
wages determined by the Secretary of Labor to be the prevailing 
minimum wages for persons employed on comparable work in. the 
locality. 

Similar conditions for construction contracts in excess of $2,000 are 
established by the Davis-Bacon Act of 1931, as amended. This 
statute requires contractors to pay the various classes of laborers 
and mechanics not less than wages determined by the Secretary of 
Labor to be the prevailing rates for like work in the locality Federal 
agencies generally follow the determinations of the Secretary of Labor 
under this act, wherever available, in fixing wages of their construction 
workers. 
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As part of its continuing statistical program, the Department con- 
ducts community wage studies. Surveys will be conducted in 17 
major cities during fiscal vear 1954. These studies provide informa- 
tion about earnings in office clerical jobs, professional and technical 
jobs, maintenance and powerplant jobs, and custodial, warehousing, 
and shipping jobs. Certain Federal agencies coordinate their pre- 
vailing-rate surveys with the Bureau’s community wage studies in 
cities where they have trades, crafts, and labor personnel. 

». Previous proposals for coordinating prevailing-rate schedules 

From time to time proposals have been made for governmentwide 
coordination of prevailing-rate wage schedules and pay practices. 
One of the earliest was expressed in 1931 by the former Personnel 
Classification Board. In its Closmg Report of Wage and Personnel 

Survey, the Board proposed that it be authorized to fix pay scales, in 
accordance with prevailing rates, for employees in trades, crafts, and 
labor occupations in all Federal agencies. 

The Civil Service Commission at various times has proposed co- 
ordinated wage schedules for the prevailing-rate group. In its annual 
report for 1949, for example, the Commission recommended coordina- 
tion of pay schedules for wage-board positions, stating that: 

“‘Position- — ation and compensation practices of the agencies 
with respect to laborer positions and positions in the crafts and 
trades —‘wage board’ or ‘ungraded’ positions which are not subject to 
the Classification Act * * *—should be coordinated. There is a 
serious lack of consistency among the agencies in fixing titles and rates 
of pay for these positions 

The Commission on Organization of the Executive Branch of the 
Government, popularly known as the Hoover Commission, recom- 
mended in its report on personnel management in February 1949 that 
the Civil Service Commission be granted authority, subject to ap- 
proval of the President, to establish governmentwide pay schedules 
within minimum and maximum limits fixed by Congress. These 
chedules would cover, among others, emplovees how paid on a pre- 
vailing-rate basis and would extend the prevailing-rate principle to 
pay scales of clerical, subprofessional, and postal workers. 

Approaching the problem in another way, the Hoover Commission's 
report on the Department of Labor in March 1949 recommended that 
prey ailing-wage inquiries incident to determining wages for blue-collar 
Federal employees, now conducted by the several agencies, should be 
centered in the Bureau of Labor Statistics. 


| 
te 


Il. Use or PREVAILING-RATE MertTHOD IN SETTING FEDERAL Pay 
SCHEDULES 


Most Federal agencies have at least a few employees whose pay is 
directly based on rates paid for similar work outside the Federal serv- 
ice. Some agencies with large numbers of employees whose wages are 
determined in this manner have highly developed systems for main- 
taining pay schedules in line with prevailing pay levels. 
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A. ACTIVITIES AND DISTRIBUTION OF PREVAILING-RATE EMPLOYEES 


Prevailing-rate employees are distributed among the entire range 
of Federal activities requiring trades, crafts, or manual-labor occupa- 
tions. ‘These activities are too numerous and diversified for a complete 
listing. Some of the principal ones are: 

Production facilities, including large numbers of employees at 
ordnance plants and naval shipyards. 

Large-scale operation and maintenance activities at numerous 
Army, Navy, and Air Force installations of all types 

Repair and maintenance of military and other equipment, ex- 
emplified by the airplane engine overhaul plant at Olmstead Air 
Base, or the maintenance of reserve merchant vessels by the 
Maritime Administration. 

Operation and maintenance of many kinds of facilities, such as 
the Panama Canal, Panama Railroad, and numerous supporting 
operations in the Canal Zone; power-generating plants and 
distribution systems; national parks and forests, with their related 
extensive fire suppression activities; Indian reservations; irrigation 
systems; and the Alaska Railroad 

Printing plants, ranging from the relatively small-scale litho- 
graphic processing carried on by nearly every agency to such 
establishments as the Government Printing Office and the Bureau 
of Engraving and Printing 

Construction, when performed by force account rather than by 
contractors. 

Research and development programs, as, ee xample, at labora- 
tories of the National Advisory Committee for Aeronautics. 

Storage, issue, and shipment of supplies and equipment, in- 

| cluding large numbers of employees at Army, Navy, and Air 
Force supply depots 

Operation ot such auxiliary services as laundries and com- 
missaries. 

Table 1 of appendix A shows the distribution of full-time prevailing- 
rate employees among agencies and types of wage schedules on June 30, 
1952, the date for which the statistics required in this study were 
gathered. Agencies generally did not report employees engaged on 
construction projects. 

On June 30, 1952, 755,952 Federal employees in trades, crafts, and 
manual-labor occupations (excluding alien employees at foreign posts 
and most construction workers) were paid on a prevailing-rate basis. 
Of this total, 723,935 were employed in the continental United States, 
30,105 in Territories and possessions, and 1,912 at foreign posts. 
Figures for territorial and _ ‘ign areas are for United States citizens 
only; they do not include, for example, alien employees at foreign 
posts paid at going local rates. 

The Department of Defense is bv far the largest employer of trades, 
crafts, and manual-labor personnel. Taken together, the Army and 
the Air Force reported 402,991 employees in these categories; the 
Navy showed 301,436. The total of 704,427 for the Department of 
Defense represents 93 percent of all such employees in the Federal 
service. 
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At the other extreme are such agencies as the Bureau ot the Budget, 
Tariff Commission, and General Accounting Office, having 3, 5, and 6 
employees, re anerny all engaged in lithographic work. 

Thirty-six agencies reported prevailing-rate employees. Nineteen 
of these agencies, however, required such employees only for small- 
scale lithogr: aphic reproduction activities. Practically all agencies 
having prevailing-rate employees showed some engaged in lithographic 
WO! Of 723,935 prevailing rate employees in the continental 
United States, 4,189 were in lithographic activiti 

Other than the Department of Defense, agencies with the greatest 
numbers o1 trades, crafts, and manual-labor emplovees paid in accord- 
ance with prevailing rates are the Department of the Interior (12,402 
Department of Agriculture (12,140), Treasury Department (9,117 
Government Printing Office (5,802), Tennessee Valley Authority 

3,841, not including construction workers), and National Advisory 
Committee for Aeronautics (3,177 

Most agencies with ——— numbers of prevailing-rate em- 

plovees have established a number of separate wage 


schedules, each 


covering a different occupational group or organizational unit. The 
\rmy-Air Force Wage Board, tor example, has individual schedules 
for its 7,535 laundry se ‘rs, its 2,300 clothing workers, and several 
other sm: aller groups in special occups itions. The Department of the 


Navy divides its schedules in a similar but not identical manner. 
Practices of the Treasury Department, on the other hand, conform to 
the Department’s organizational pattern. Schedules for the 594 em- 
ployes s of the mints are entirely independent of the schedule for the 

»,164 employees of the Bureau of Engraving and Printing, and the 
C oast Guard adopts Navy Department rates for its 3,309 employees 
in the pre vailing- -rate group. 

Each agency determines for which areas it will establish prevailing- 
rate pay se hedules. There are many differences among agencies in 
the locations of their installations and in their practices in determining 
labor-market areas. Consequently, it is difficult to ascertain satis- 
factorily the number of labor-market areas in which pen yaeag rat 
schedules have been devi loped by one or more agencies The d ecree 
of similarity required before areas of different agencies in the same 
vicinity are counted as one substantially affects one’s total of the 
number of areas 

Table 2 of appendix A shows the distribution of prevailing-rate 
employees, other than lithographic, among labor-market areas in the 
continental United States. In this tabulation, employees of different 
iwencles IN any locality are considered to be in the same locality labor- 
market area where the areas used by the different agencies have a 
——— overlap and are of comparable magnitude. Where an 

rene ‘se mplovees In a State characteristically are scattered in very 
ae groups, or where an agency’s labor-market area is a State, 
large areas extending into two States, or other unusually large areas 
the emplovees concerned are not included in locality areas but are 
shown under separate descriptive headings, under the respective 
States where appropriate and otherwise at the end of the table. 

With the exclusions mentioned, table 2 gives a total of 265 localities 
in the continental United States in which there are Federal employees 
paid on the basis of local prevailing rates, not including employees in 
lithographic trades. Table 3 of appendix A shows a total of 25 labor- 
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market areas in the continental United States for employees paid at 
prevailing rates who are performing lithographic work. This total 
does not include areas of two agencies which did not report litho- 
graphic personnel by localities nor certain instances in which agencies 
have not established separate schedules for this group. 

Geographic distribution of prevailing-rate employees depends on the 
nature of an agency’s activities and consequently varies greatly from 
agency to agency. Most employees under Army-Air Force Wage 
Board schedules, for example, are in labor-market areas having 
relatively high concentrations of personnel. Using the first few 
States in the table as illustrations, 5 of 7 such Army-Air Force areas 
in Alabama have more than 1,000 employees each, including 1 with 
nearly 10,000; each of the 3 such areas in Arizona has more than 500 
employees; 2 of the 3 Arkansas areas have more than 900 employees 
each; and 9 of 12 such areas in California have more than 600 em- 
ployees each, including 1 area with approximately 15,000 employees 
and another of over 9,000. Like the Army-Air Force Wage Board, 
the Navy Department has most of its trades, crafts, and manual- 
labor personnel in large concentrations. In California, for example, 
one Navy labor-market area includes 40,000 employees, another has 
16,000, and a third has over 13,000. 

sharp contrast is presented by the situation in the Department 
of Agriculture. The Bureau of Plant Industry, Soils, and Agricul- 
tural Engineering, for example, reported 139 prevailing-rate employees 
scattered among 55 localities, throughout the Southern and Western 
States. In 22 of the labor-market areas the Bureau has only 1 
such employee. A similar condition exists in certain activities of the 
Department of the Interior, although this department also has cer- 
tain more concentrated industrial operations. ‘The Fish and Wild- 
life Service is the extreme example of dispersion in the department. 
This bureau has 287 prevailing-rate employees scattered among 82 
localities, mostly at wildlife refuges and fish cultural stations, through- 
out the continental United States. 


B. STATUTORY AUTHORITIES FOR USE OF PREVAILING RATES 


In the absence of other specific statutory provisions, section 202 (7) 
of the Classification Act of 1949, as amended, applies to pay rates of 
the trades, crafts, and labor group. Section 202 (7) excludes most 
positions in this group from the statutory pay scales of the act. This 
section leaves under such statutory pay scales only employees whose 
duties “involve the maintenance and operation of public buildings 
and associated equipment or the performance of work in scientific or 
engineering laboratories as aides to scientists or engineers.”’ 

Section 202 (7) also establishes the policy for fixing wage rates of 
employees it excludes from the Classification Act. Specifically, it 
provides that their wage rates “shall be fixed and adjusted from time 
to time as nearly as is consistent with the public interest in accord- 
ance with pre vailing rates.” 

A majority of prev: ailing-rate e mployees are paid under the general 
prescription in section 202 (7) of the Classification Act. There are 
numerous other statutes prescribing the prevailing-rate method of 
pay-setting for trades, crafts, and labor employees in specific agencies. 
Appendix B lists these authorities in detail. 
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The Navy Department has the largest group affected by a special 
prevailing-rate statute. - act of July 16, 1862 (34 U. S. C. 505) 
pyov des that “The rate of res of the emplovees in the navy yards 
shall conform, as nearly as is consistent with the public interest, with 
those of private establishments in the immediate vicinity of the respec- 
tive vards * *? The Department has determined administra 
tively that this statute applies to all its installations. 


A number of special statutes affect specific activities under the 
Department of the Interior. One of the more important is the 


provision in the act of August 20, 1937, as amended (16 Site ee. 
8321 (b)), which authorizes the Bonneville Power Administrator to 
fix the compensation of laborers, mechanics, and workmen without 


regard to other laws, rules, or regulations relating to payment of em- 
ployees of the United States (other than provisions of the Civil Service 
Retirement Act). 

Another sizable trades, crafts, and labor vTroup is covered by special 
statutory provisions in the Tennessee Valley Authority Act of 1933, as 
amended (act of May 18, 1933, as amended, 16 U.S. C. 831b). See- 
tion 3 of the act requires the corporation to pay its own laborers and 
mechanics engaged in construction, alteration, maintenance, or repair 
of buildings, dams, locks, or other projects, in patshebbuents with re- 
quirements placed by the act on contractors performing such work for 
the corporation. Thus, the Authority must pay such employees not 
less than the prevailing rate of wages for work of a similar nature 
prevailing in the vicinity. The act further requires the Secretary of 
Labor to determine prevailing rates in the event of disputes. 

A form of negotiation is provided for employees of the Government 
Printing Office by the act of June 7, 1924 (44 U.S.C. 40). Under this 
statute, the rate of wages “for more than 10 employees of the same 
occupation shall be determined by a conference between the Public 
Printer and a committee selected by the trades affected.”’ The agreed- 
on rates become effective on approval by the Joint Committee on 
Printing. This congressional committee also decides any appeals 
that may be made when the Public Printer and committees fail 
acree. 

C. ESSENTIALS OF ANY PREVAILING-RATE PAY SYSTEM 


Although prevailing-rate pay plans vary widely in their particulars, 
their operations include certain essential elements. These are 

(a) Identification and grouping of positions for purposes of 
wage fixing. 

6) Provision for differences in compensation based on such 
factors as differences in experience and ability among individuals 
performing like work, differences in their hours of duty, and 
differences in conditions under which they work. 

(c) Determination of wage schedules based on prevailing rates. 

(d) Provision for administration. 

Before prevailing rates for similar work can be determined, the 
positions to be covered by a prevailing-rate plan must be known. 
Information about position coverage is assembled by using some form 
of job description that permits identification and grouping of like 
positions. 

An agency may group its positions in any one of a number of quite 
different ways. For example, it may group its positions in one or a 
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few broad levels in each trade, craft, or comparable labor category, 
with no fixed relationships among crafts; or it may group its positions 
into a number of classes and arrange the classes in levels, or grades, 
based on the difficulty and responsibility of their work and qualifica- 
tions required. 

An individual’s job is not necessarily the only factor which may 


affect his rate ol pay Ana reney av desire to recocnize differences 
in length of service, differences in efficiency on the job, or outstanaing 
contributions of one kind or another. For this purpose it may estab- 
lish a pay range consisting of several rates of pay for each position or 
grade of POSLLLON, and provide for increasing the pay of e nployees 
within their respective ranges after prescribed periods of service, upon 
meeting specified criteria of performance, or under other given 


circurr stances 
Prevailing-rate pay plans commonly provide for differences in 
compensation based upon differences in hours of duty and in the 


desirability of working conditions. Differences in hours of duty are 
compensated by overtime pay, night-pay differentials, and holiday 
pay. Under some plans, differences in working conditions are weighed 


in determining the pay grade of a job. Under other systems, an 
employee receives additional pay when unusual work is performed, for 
example, work under hazardous or dirty conditions 

Establishing prevailing-rate pay schedules involves two processes, 
surveying rates in the locality concerned and translating survey data 
into a wage schedule. Surveys require determination of the area to 
be covered and the employers from whom data will be collected. If 
an agency groups its positions only along craft lines, wage data is 
generally collected for most types of positions. An ageney using a 
system of grades, however, may secure wage rates for a number of key 
positions around which it can construct a complete wage schedule. 
Statistical or other methods used in constructing wage schedules from 
survey data depend considerably on the manner in which positions 
are grouped. 

Administration of a prevailing-rate pay system requires an organi- 
zation to assure that each individual position is placed in its proper 
pay group and to adjust pay schedules as prevailing rates change. 
It involves delegations of authority; establishment of procedures and 
preparation of written regulations for the guidance of those operating 
the system; maintenance of descriptions of the positions in each pay 
group, taking the form of standards for use in determining the grades 
of positions when a job-evaluation plan has been established; and 
reviews of individual positions to determine that they are in the proper 
grades or other pay groups. Many other matters are concerned in 
the continuing administration of a prevailing-rate type of pay plan. 
Not the least of these is the question of the extent of employee par- 
ticipation in wage surveys and development of the resultant pay 
schedules. 

D. EXISTING PREVAILING-RATE PAY SYSTEMS 


Appendix D describes the prevailing-rate pay plans and practices 
of the principal Federal employers of trades, crafts and labor person- 
nel, practices in setting wage rates for United States citizen employees 
overseas, and the extent of voluntary interagency coordination. 
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Two major systems exist in the Department of Defense, by far the 
largest Federal employer of prevailing-rate employees. The Army- 
Air Foree Wage Board establishes joint wage se ‘thedules for the Depart- 
ment of the Army and the Department of the Air Force. Separate 
schedules are issued by the Department of the Navy, which uses a 
prevailing-rate pay system distinctly different from that of the other 
military departments. Some coordination exists between Army-Air 
Force and Navy prevailing-rate pay practices. Most noteworthy is 
the program of joint wage surveys in labor-market areas where both 
wage-setting agencies have installations. Even where joint surveys 
are made, however, the two agencies use the resulting data differently 
in preparing their wage schedules, and their schedules cannot be 
uniform because of basic differences in their prevailing-rate pay 
systems 

The Department of the Interior, next largest employer of prevailing- 
rate employees, has developed its own pay system for this group. 
Some differences in practices exist among the several bureaus and 
equivalent subdivisions of the department, particularly in the extent 
of employee participation in the wage-setting process. 

Wage schedules of other agencies are used extensively in the Depart- 
ment of the Treasury. Wage rates for most positions in the Bureau 
of Engraving and Printing are kept alined with those of the Govern- 
ment Printing Office; the Coast Guard follows rates of naval installa- 
tions; the Bureau of the Mint, however, has its own prevailing-rate 
pay plan. 

The Department of Agriculture prescribes alternative practices for 
use by bureau and regional wage boards. The trades, crafts, and labor 
force of this department is characterized by pronounced seasonal 
fluctuations in size and a very large proportion of seasonal, temporary, 
and casual employment. 

The National Advisory Committee for Aeronautics has patterned 
its prevailing-rate plan generally on that of the Army-Air Force Wage 
Board. There are substantial differences between the two, however. 

Like the Treasury Department, the Department of Commerce makes 
extensive use of wage schedules established by other Federal agencies. 
The Department’s policy is to use Army-Air Force Wage Board 
schedules wherever available. 

Prevailing-rate wage schedules of the Tennessee Valley Authority 
are developed through union-management negotiations. By statute, 
disputes as to prevs ailing rates are referred to the Secre tary ‘of Labor. 

Wage rates of the Government Printing Office are influenced pri- 
marily by prevailing rates for printing trades. Specific statutory 
provisions provide for conferences between management and em- 
ployee representatives and place in the Joint Committee on Printing 
responsibility for reviewing rates and acting on appeals. 

Wage setting for United States citizen employees overseas involves 
a number of considerations that are not present on the mainland. 
The two most important of these are: (a) The existence of local wage 
levels, especially at foreign posts, that are very low and not geared 
to the American standard of living, and (b) the question of extending 
overseas allowances and differentis als to the prevailing-rate group. 

In general, each agency’s overseas wage schedules are patterned on 
those it uses in the States. Canal Zone government-Panama Canal 
Company rates are set 25 percent above rates paid by the Government 
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for similar work in continental United States. Coordination between 
Army-Air Force Wage Board and Department of the Navy schedules 
is greater overseas than in the States. 

There are two instances of voluntary interagency coordination on 
a broad scale in prevailing-rate wage-setting processes. These are 
the program of joint interagency wage surveys and the Interdepart- 
mental Lithographic Wage Board. 

The joint wage survey program is operative in certain metropolitan 
areas when the Bureau of Labor Statistics conducts community wage 
surveys. Participants other than the bureau are the Army-Air Force 
Wage Board, Department of the Navy, National Advisory Committee 
for Aeronautics, and Bureau of the Mint. As many of these agencies 
as are concerned in a given area combine forces in collecting wage 
data. 

The Interdepartmental Lithographic Wage Board is the outstand- 
ing example of voluntary interagency coordination in wage fixing, 
with respect to both the number of agencies affected and its concern 
with the entire W ace-setting process. Its operations are restricted to 
the type of positions indicated by its title, however, and to the 
Washington metropolitan area. 

Functions of the board include conducting wage surveys and recom- 
mending wage schedules to participating agencies. The board also 
recommends rules for fixing pay rates of individuals under such wage 
schedules, and develops written job standards, including uniform job 
titles and grade levels. 


III. VARIATIONS IN AGENCY PREVAILING-RAaTE Pay PRACTICES AND 
WaGeE Rates 


Detailed descriptions of the principal plans in appendix D show the 
wide variety of prevailing-rate pay plans that have developed in the 
Federal service. This multiplicity of pay plans results in a corre- 
sponding degree of variation in specific pay practices. Such variations 
produce differences in rates paid by Federal agencies for similar work 
in the same locality. 


A. VARIATIONS IN AGENCY PRACTICES 


Differences in agency practices exist in every phase of the wage- 
fixing process, beginning with the coverage of wage surveys. 

some agencies base their wage schedules on rates prevailing in a 
wide area, such as the Tennessee Vall Vv Authority area which extends 
into several States. Most agencies, however, confine each schedule 
to a labor-market area defined as the area within commuting distance 
of the installations concerned or in other terms having the same effect. 

Differences also exist among agencies in the kinds of firms from 
which wage data is obtained. Some schedules are based on average 
rates prevailing in a locality, that is, on data collected from high, 
average, and low wage firms. Other schedules are based primarily 
on rates of progressive employers. The Department of the Navy, 
because the words ‘‘private establishments” occur in the act of July 
16, 1862, differs from other agencies in excluding all types of Govern- 
ment jurisdictions from its wage surveys. 

Variations in pay plans have a pronounced effect on the positions 
for which prevailing-rate data needs to be gathered. A schedule such 
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as the regular-wage schedules issued by the Army-Air Force Wage 
Board, for example, which shows pay rates by grades, can be built 
around data for a relatively limited number of positions. Such data 
can be gathered on the basis of job descriptions which correspond to 
common jobs in the non-Federal organizations furnishing the data. 
Schedules which prescribe a rate corresponding to the prevailing local 
rate for each type of position, on the other hand, require data for each 
type of position for which it is available. Data must be collected on 
the basis of a description for the position as it exists in the Federal 
agency concerned. 

Very significant differences exist among Federal agencies in the way 
prevailing-rate data is translated into wage schedules. Fundamental 
differences exist between agencies which develop schedules through 
negotiation with employee groups and those which do not. Other 
differences exist among non-negotiating agencies. One practice is to 
use weighted averages of locality rates and statistical devices such as 
the least-squares method in developing wage schedules. A very 
different method is to select the specific one of the various rates paid 
in the locality which is thought to represent best the prevailing rate 
for each type of position, in consideration of such factors as number 
of employees in the area paid at the rate, relative nearness to the 
Federal installation, and similarity of operations. 

Agencies have made a variety of decisions as to whether wage rates 
for certain types of work should be based on general pay le vels for 
work of comparable difficulty in an area or on wages paid in the 
specific occupation. Rates paid by the principal employers of 
kitchenworkers and service occupations in a locality, for example, 
may be substantially lower than prevailing wage levels for work of 
comparable difficulty in the same locality determined primarily in 
the light of pay rates for factory production workers. 

Agencies have no uniform pattern of wage relationships among 
trades, crafts, and laborer jobs. The Army-Air Force Wage Board, 
for example, relates classes of positions paid under its regular schedules 
on the basis of the level of their duties. Navy Department job 
relationships are based on average rates in the Department’s 10 
major labor-market areas. Both of these fixed relationships are used 
at all locations. The Department of the Interior, on the other hand, 
has no fixed job relationship but follows at each installation the 
relationships prevailing in the particular area. 

In addition to variations in job relationships, agency plans differ 
materially in the refinement of job groupings. One agency, for 
example, may establish three pay grades for three different levels of 
work in an occupation and another agency may lump all three to- 
gether into a single rating for pay purposes. Because of such differ- 
ences, and further differences in methods of classifying positions or in 
otherwise determining their rates under existing wage schedules, 
there is no assurance that prevailing-rate positions with the same 
title in different agencies have comparable duties. 

Agency practices also vary substantially with respect to provisions 
for pay increases in recognition of length of service or performance 
on the job. Some agencies have established a salary advancement 
plan of this kind; others prescribe a single wage rate for each position, 
thus failing to provide for increases in “base pay except through pro- 
motion to a higher paid job or through general adjustments in wage 
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schedules resulting from increases in local prevailing rates. Salary 
advancement plans which have been established are not at all uniform. 
Differences exist, for example, in the spread between rates within the 
rate range, in the policy of providing primarily merit increases or 
increases based on length of service, in the period of service required 
before an increase can be received, and in the number of increases 
permitted. 

The degree of employee participation in the development of 
prevailing-rate pay plans and wage schedules varies widely from 
agency to agency. As a minimum, employees may present recom- 
mendations, for example, as to firms and occupations to be covered in 
survey. At the other extreme, employees participate fully through a 
negotiating process and wage schedules finally established are agreed 
on by management and employee representatives. 


B. INTERAGENCY VARIATIONS IN WAGE RATES 


Three tables in appendix C show wage rates established by Federal 
agencies in selected labor-market areas for a number of representative 
positions. They also show average rates paid by private industry 
for the same positions in the same areas, as reported in occupational 
wage surveys (commonly referred to as community wage surveys) 
by the Bureau of Labor Statistics. 

A fundamental reason for the differences between rates paid by other 
Federal agencies and rates reported by the Bureau of Labor Statistics 
is difference in coverage. In some instances, prevailing-rate surveys 
of the wage-setting agencies have an industry coverage that is broader 
than the manufacturing industry and narrower than the all-industry 
grouping for which the Bureau computes average rates; in other 
instances, their coverage is confined to a relatively specialized type of 
firm. This is because surveys for wage-fixing purposes cover industrial 
operations which the agencies concerned consider to be most compara- 
ble to their activities. Bureau of Labor Statistics surveys, on the 
other hand, serve all employers, public and private, as well as others 
having a technical or profession: al interest in wage economics. The 
coverage of the Bureau’s surveys and the form in which their results 
are tabulated are designed to serve many users with a variety of 
interests. 

Table 1 of appendix C is based on wage schedules for the most 
common prevailing-rate occupations. A few positions at Denver, 
Colo., furnish a random illustration of interagency differences in wage 
rates as they existed in April 1953. For the position of carpenter, 
the Army-Air Force Wage Board had established the lowest rate, 
$1.85 an hour; the Department of the Navy, $1.92 an hour; and the 
Bureau of the Mint, $1.98 an hour. As reported by the Bureau of 
Labor Statistics in November 1952, the average hourly rate paid by 
all industries was $1.89, and by the manufacturing industry, $1.82 
For machinist, similar interagency differences existed, but the relative 
position of the agencies was reversed. ‘The Army-Air Force Wage 
Board had established the highest rate, $2.03 an hour; the Department 
of the Navy, $1.97 an hour; and the Bureau of the Mint, $1.94 an 
hour. Bureau of Labor Statistics findings showed an average hourly 
rate of $1.89 both for all industries and for manufacturing. Rates 
established by the three agencies for the position of electrician were 
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very close together, $1.97 by both the Army-Air Force Wage Board 
and the Department of the Navy, and $1.98 by the Bureau of the 
Mint. For this position, the Bureau of Labor Statistics reported an 
all-industry average hourly rate of $1.90 and a manufacturing indus- 
try average of $1.89 

These differences, which are not unusual, show a spread of 13 cents 
an hour in rates fixed by the three agencies in Denver for carpenters, 
a spread of 9 cents an hour in their machinist rates, and a variation 
of only 1 cent an hour in their rates for electricians. Based on 52 
weeks of 40 hours each, the differences between the low and high 
rates for the three occupations amount to $270.40 a year, $187.20 
a vear, and $20.80 a year, respectively. 

Each of the rates cited was the rate within the agency’s range of 
rates for the job that corresponds to the prevs ailing locality rate as 
determined bi survey. Variations in hiring rates were somewhat 
different, as the Army-Air Force Wage Board hiring rate for each job 

percent less than the rate cited, the Department of Navy hiring 
rate is 4 percent less, and the Bureau of the Mint hiring rate is 6 cents 
less. Maximum rates for the jobs had still a different pattern of 
variation, as the Army-Air Force Wage Board maximum rate is 10 
percent more than the rate cited, the Department of the Navy maxi- 
mum rate is 8 percent! more, and the Bureau of the Mint rate is 6 
cents more. 

Some of the differences among Federal wage rates in Denver are 
attributable to basic differences in agency wage structures. The 
Army-Air Force Wage Board rate for machinists (wage-board grade 
17) is uniformly higher than its rate for electricians (wage-board grade 
15). Navy De ‘partment practice, however, fixes the same rates for 
journeyman positions in both these occupations. Thus, in Denver, 
the Army-Air Force Wage Board hourly rate corresponding to the 
prevailing locality rate level for machinists was $2.03, and, for elec- 
tricians, $1.97. The Department of the Navy, however, had pre- 
scribed an hourly rate of $1.97 for each of these occupations. A 
parallel situation existed, for example, at Harrisburg. There the 
Army-Air Force hourly rate for machinists was $2.06, and, for elec- 
tricians, $1.99. The Navy rate for both kinds of positions was $1.99 
an hour. 

Bureau of the Mint rates, on the other hand, are not based on any 
fixed alinement but vary from place to place in secteih ance with pre- 
vailing local practice. In the Denver Mint, the hourly rate for 
electricians, $1.98, was higher than for. machinists, $1.94. In the 
Philadelphia Mint, an opposite relationship existed, the machinist 
hourly rate, $2.06, exceeding the hourly rate for electricians, $1.98. 

Additional differences among rates paid by Federal installations for 
similar work result from differences in night differential practices, In 
Denver, for example, the Army-Air Force Wage Board and the De- 
partment of the Navy had established night differentials of 7 cents an 
hour for the first night shift and 10 cents an hour for the second night 
shift; the Bureau of the Mint had prescribed a single rate of differen- 
tial, 5 cents an hour, for both night shifts. At some locations, how- 
ever, night differentials of the military departments were not uniform. 


1 Effective January 25, 1954, the Department of the Navy is returning to its former practice of providing 
only 3 pay rates, rather than 4, for each rating. Thus, its maximum rate for each job will be only 4 percent 
above the rate corresponding to the prevailing locality rate. 
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This was true in the New York City area, where the Army-Air Force 
Wage Board rates for both night shifts were 10 percent above day 
rates and Department of the Navy rates for both night shifts were 
15 cents over day rates. 

Interagency differences in the basis for establishing rates for a trade 
can result in pronounced differences in wage rates. This is illustrated 
by the exceptionally wide spread that existed in April 1953, between 
the Government Printing Office rate for carpenters in Washington, 
D. C., $2.37 an hour, and the Army-Air Force Wage Board second- 
step rate, $1.91 an hour, for journeyman carpenters in the same area 
This was a difference of 76 cents a hour, or $1,580.80 a year, in favor 
of the carpenters at the Government Printing Office. It resulted 
primarily from the fact that Army-Air Force Wage Board rates were 
based on job-evaluation prince iples and a survey of local prevailing 
rates for a number of key positions, whereas Government Printing 
Offie ‘e rates for carpe nters hs ave be en bs nse “dl n the agency S rate for 
journeyman printers 

There may be differences between the work of the two groups of 
carpenters for which the two widely divergent wage rates have been 
set. In the absence of a uniform plan for describing, grouping, and 
titling such positions, however, there is no way of determining, with- 
out detailed position-by-position study, whether carpenter positions 
in the Government Printing Office are the same as, more difficult 
than, or less difficult than, corresponding positions paid under Army- 
Air Force Wage Board schedules. 

Table 2, for laundry workers, and table 3, for kitchen workers and 
service oce up itions, both in appendix C, covers oce upé itional groups 
whose pay rates may be based either (a) on wage levels prevailing in a 
locality for work of comparable difficulty and responsibility or (b) on 
rates prevailing among the principal emplovers of the specific oecupa- 
tions in the locality. If an agency fixes its rates on the first basis, 
kitchen workers and service occupations, for example, are paid under 
general wage schedules. This is the practice of the Army-Air 
Force Wage Board. If an agency follows the second practice, as 
does the Department of the Navy, it establishes separate schedules 
for these occupations based on rates paid by such employers as 
hospitals, hotels, restaurants, and cafeterias 

In the case of laundry workers, the Army-Air Force Wage Board is 
converting from the first to the second rate-fixing practice. When 
this is accomplishe d, its rates for laundry workers will be fixed on the 
same basis as those of the Navy De i itment. Thus, existing condi- 
tions reflected in table 2 are temporar 

Table 3 demonstrates how greatly an agency's wage rates for kitchen 
and service occupations are affected by its decision whether to pay 
these employees under the same sche dule as other employees or under 
a special schedule for this group alone. Differences between the two 
agencies in the Washington, D. C., area are not exceptional. In this 
area, Army-Air Force Wage Board schedules effective in April 1953, 
established hourly rates of $1.40 for mess attendants, $1.81 for cooks, 
and $1.81 for bakers. Navy Department hourly rates effective in 
April 1953 for the same occupations were $1.11, $1.39, and $1.45, 
respectively. The differences in hourly rates amounted to 29 cents 
for mess attendants, 42 cents for cooks, and 36 cents for bakers. 
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On an annual basis, the differences in pay rates were $603.20 for mess 
attendants, $873.60 for cooks, and $748.80 for bakers. 


C. CONCLUSION 


The approximately 750,000 Federal employees in the prevailing-rate 
group are paid under a wide variety of agency pay plans which have 
developed in the absence of a central coordinating authority. Inter- 
agency differences exist at every phase of the prevailing-rate method 
of fixing wage scales. 

This condition results in differences in the rates paid by Federal 
agencies for similar work in the same locality. These differences may 
be substantial. Differences amounting to several hundred dollars a 
year are not uncommon. 
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1. Special considerations in setting overseas wage rates 
2. Representative overseas wage practices 
D. Extent of voluntary interagency coordination a 
1. Joint wage surveys . 
2. Interdepartmental Lithographic Wage Board ee 
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TABLE 3.—Geographic and agency distribution of full-time Federal employees in 
lithographic occupations paid in accordance with local prevailing rates, continental 
United States, June 30, 1952 


Wash- 
ington 
Department or agency Total | metro- Other areas 
politan 
area 
Bureau of the Budget 3 3 
State 85 85 
Treasury 57 7 
Army-Air Force 1, 442 431 | Atlanta, Ga 16 
Columbus, Ga 24 
Kansas City, Mo 5 
Leavenworth, Kans 52 
Detroit, Mich 147 
St. Louis, Mo 467 
Newark-New Brunswick, 131 
N.J 
Newburgh, N. Y 25 
New York, N. Y 55 
Southern Oklahoma 36 
| Porttand, Oreg 27 
Carlisle, Pa 26 
Navy. 912 397 2515 
Justice 69 69 
Post Office 7 7 
Interior 152 152 
Agriculture 100 100 
Commerce 1 428 409 Asheville, N. C 4 
New York, N. Y 2 
Chattanooga, Tenn 6 
Kansas City, Mo 6 
Corona, Calif 1 
Labor_. 66 66 
Civil Service Commission 31 20 | Boston, Mass 1 
| | Philadelphia, Pa 1 
| | Atlanta, Ga 2 
| | Cincinnati, Ohio 3 
| St. Paul, Minn l 
New Orleans, La 1 
| San Francisco, Calif 2 
Economic Stabilization Agency -. 50 34 | Boston, Mass 1 
New York, N. Y 3 
} | Philadelphia, Pa 2 
| | | Minneapolis, Minn 2 
| | Kansas City, Mo 2 
| San Francisco, Calif 3 
| Seattle, Wash 2 
| Dallas, Tex 1 
Federal Civil Defense 4 4 
Federal Communications Commission 19 19 
Federal Power Commission | 18 18 
Federal Security Agency 49 33 | Baltimore, Md.. 11 
Atlanta, Ga. 5 
Federal Trade Commission 7 7 
General Accounting Office | 6 6 | 
General Services Administration | 50 | 50 | 
Government Printing Office 2402 | 
Housing and Home Finance Agency 46 46) 
Interstate Commerce Commission __. 21 21 | 
National Labor Relations Board 11 ll 
Railroad Retirement Board | 22 Chicago, Il] 22 
Reconstruction. Finance Corporation 12 12 
Securities and Exchange Commission 10 10 
Selective Service System 10 10 
Tariff Commission 5 5 
Veterans’ Administration 96 78 | St. Louis, Mo 18 
TO a cuccnn 3 4,190 2, 160 1, 628 


1 Exceeds table 1 total by 1. This report was for a different date from that used for table 1. 

2 Distribution not reperted. 

3 402 Government Printing Office employees included in this total but not in ‘‘Washington metropolitan 
area”’ and ‘other areas’’ columns because their distribution was not reported. This total also exceeds 
table 1 total by 1 because of difference in Department of commerce total due to use of a different reporting 
date. 
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TABLI | Geographic and aaqen« listribution of United States citizen fu time 
i é plo ( n trades, ¢ it ind manual labor occupations pa l on a pre- 
} ) ner United States. June 30. 1952 
DD 
Cc 
\ ‘ \ 
A 
I I 
\ Other agenci 
I 
( 
( 
} ) ) 
re ) 8 90K 1S] 111 
I 14, 904 27 
th 24 ( | 
\ 
I Vi 4 s Tal Co 
\ 
ti t 
i ( SS ’ 268 1, 561 
( Tru 09 ll 919 8 
e | 
Isl 
l 31,54 l i OU1 4, 342 111 61 1211 
| 1 I ‘ ‘ nal workers of the Departmer f Agricultur 
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Statutory authorities for fix 
mar ial labor occ ip it 
Depa nt ¢ ize 
Federal agencies generally 
Depart t of Stat A 
I 
Depart I f the Navy A 
Post Office Department Pu 
Departmer 
Bonnevill Sec 
istration 5 


Alaska Railroad \ 
Puerto Rico Reconstrue- | Exe 
tion Administratic | 
Virgin Islands Corporat \ 
Atomic Energy Commission 


Canal Zone 


Government 


1 Sec. 1106 (a 
in any other | 


to mean this 
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w to the Classifi 


s 
Act.’ 
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Statutory authorities for fixing pay rates of Federal employees in trades, crafts, and 
manual-labor occupations paid in accordance with local prevailing rates—Con. 


Department or agency Statutory authority for fixing pay rates 
Panama Canal Company Sec. 248, title 2, Canal Zone Code, as amended (62 Stat. 1078; 64 Stat. 1041): 
“The corporation 
* * * * * + * 
eee 


““(e) May appoint such employees as may be necessary for 
the conduct of the business of the corporation, define their authority 
and duties, fix their compensation * * *.”’ 

Government Printing Office Kiess Act of 1924 (44 U.S. C. 40) 

“The Public Printer may employ at such rates of wages and sal- 
aries, including compensation for night and overtime work, as he may 
deem for the interest of the Government and just to the persons em- 
ployed, except as otherwise provided herein, such journeymen, 
ipprentices, laborers, and other persons as may be necessary for the 
work of the Government Printing Office * * * Che minimum pay 
of all journeymen printers, pressmen, and bookbinders employed in 
the Government Printing Office shall be at the rate of 90 cents an hour 
for the time actually employed. Except as hereinbefore provided, 
the rate of wages, including compensation for night and overtime 
work, for more than 10 employees of the same occupation shall be 
determined by a conference between the Public Printer and a com- 
mittee selected by the trades affected, and the rates and compensation 
so agreed upon shall become effective upon approval by the Joint 
Committee on Printing; if the Public Printer and the committee 
representing any trade fail to agree as to wages, salaries, and compensa- 
tion, either party is granted the right of appeal to the Joint Committee 
on Printing and the decision of said committee shall be final; the 
wages, salaries, and compensation determined as provided herein 
shall not be subject to change oftener than once a year thereafter.’’ 

Tennessee Valley Authority....| Sec. 3, Tennessee Valley Authority Act of 1933, as amended (16 U. 8. C 
&31b) 

“The board shall without regard to the provisions of civil service 
laws applicable to officers and employees of the United States, appoint 
such managers, assistant managers, officers, employees, * * * as are 
necessary for the transaction of its business, fix their compensation, 
define their duties, * * * 

‘All contracts to which the Corporation is a party and which re- 
quire the employment of laborers and mechanics * * * shall contain 
a provision that not less than the prevailing rate of wages for work 
of a similar nature prevailing in the vicinity shall be paid to such 
laborers and mechanics 

‘‘In the event any dispute arises as to what are the prevailing rates 
of wages, the question shall be referred to the Secretary of Labor for 
determination, and his decision shall be final. In the determination 
cf such prevailing rate or rates, due regard shall be given to those 
rates which have been secured through collective agreement by repre- 
sentatives of employers and employees 

‘“‘Where such work as is described in the two preceding paragraphs 
is done directly by the Corporation the prevailing rate of wages shall 
be paid in the same manner as though such work had been let by 
contract.” 
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TABLE 2 Hourly rates! apnli e in selected areas for certain positions under 


the Navy an omparable positions 


tundry schedules of the A 1A Force Wage Boa , Apr 1, 1953 ? 


j ¢ e sched es f the Department of 


























I ) irket area Effective dat Mau ar KO! wast ! 
f WB grade | (wR erade| Second Phird 
ro el? tooo) vash hift hift 
ind marker 
_ und: man 
Ba M 
\ Air Fores July 1952 $. 93 $1.00 $1.3 10 percent 10 percent 
August 1952 8 ¥ | $1) 10 ey) 1 
h N Y 
A Air For ao 1.01 1.08 1.57 | 10 percent 10 percent 
4 1.00 1.09 1.41 | $0.1 $0.1 
Pe i 
Ar y-Air For May 19. 7 R7 1. 21 $06 $0.06 
AVY March 1952 RE Rf 97 | $0.06 $0.06 
Pu Sound, Wash 
A y-Air Fores March 19 1. 27 i 1. 68 i) percent 1 percent 
N i 1,29 ! 1.69 | $0.2¢ $0.2 
‘ { ‘ 
A \ For January 19 1.2 2 1 10 pere t 10 percent 
I 1a 19 1. 28 1.58 | $0.20 $0) 2 
Wa t » ¢ 
\ Air Fore April 19 4 1.01 1, 27 10 percent 10 percent 
. do RR 19 1 ° l Mw ) 
Rat own are the second rates of 4-rate ranges, rresponding to prevailing 1 in the localities 
I ) rates are: Army-Air Force W: ge Board—9%5 percent, 105 percent, and 110 percent of the 
ate \ Department of tt Na % percent, 104 pe ind 108 percent of the rate wn 
\ lepa ive few em] ‘ i e€ positio lation to their total number of prevailing 
ra ) 
lati covered by the lules are not necessarily at exactly the same locations For 
i Department of the Nav Baltimore area includes the Naval Academy at Annapolis, Md., 
v Ar Air For Baltimore area includes Fort Meade, Md 
‘A Air Force ig ward title 
) ur fthe Na tith 
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APPENDIX D 








la lifter pre t1il rate a VSteins Co X1st lI { or lera ery t 
MM . large mber f prevailing-rate employees have developed 
i! lent pay ems; a few follow pay schedules of other agencies, either 
f rtain gro f emplovees A number of agenel participate 
jo Lue I \ mayor labor-market areas, and most e wage 
1 recommended by an interagency board for lith in the 
Wa ropolitan area 
i tit ) ving material descril A) practices of the Department of Defense, 
I I ur lederal empl of prevailing-rate personn B) practices of 
the ( ul t emplover C) practices affecting United States citizet 
pr Ll r-rate emplovees o ide continental Uni 1 State and (D) the extent 
ot ur eragency coordina 
A. PRACTICES IN THE DEPARTMENT OF DEFENSI 
lwo dist t prevailing-rate svstems exist within the Department of Defense 
Two Depart mer Army and Air Force, use a single system; a joint agency, the 
Ari Air Force Wage Board is responsible for establishment and adjust ment of 
wa | i if for t ) l Depar ment or t t Navy however ( mnt nies to 
maintain a separate vstem A certain degree of coordination exists between the 
tw pia 
1. De; ? ( he Arr i th 1 Force 
l e Departments operate as a i ublishing basic features of their plan 
( ( ot pre rai¢ 1 i 3 I! vVage sce hil cover! : & 
A und Air Force installations in each of their labor-market areas Hac 
i urti t Lp} s the hedule to 1 own positio und empl Vv eC 
| the ubsence of anv control | the Civil Service Commissior CDIS 
di ver slized and artmental responsibilities paral conditions 
unde e Cla ficat1o A¢ ( Cong prescribe he pav s¢ i and 
oO Ls t I e pla und eac De} ment responsible for their 
ap 
i Ar Air Fore \\ 3 \ s ff arr mut the unin aclivil 1 
of » Depar ts, ¢ i poll wd 1 the wag hedules 
| s of 6 me ; ) re app 1 es Vv of 
( l i ( I i i Dey nel Dire f Civihiayr 
P les l I LL ive a 1D roine 1d I ers the 
1 ( ig s.! ur oti t a I und 
pr i wid c ( 
\ \ For e\ ! d 1 a ( et 
t 202 (4 e ¢ fhe \ set t rates O \ r 100,000 
‘ 19 i tu plover re wed fa ure 
a I ( ) und eit rou if unt! 
i uy of at least 50, and of everal 
I ms ot { ) t ms ure mal 
\ »9 10: Sa Lake ( 9 OOO: Oklaho : 18.000 ind Sacra 
) 0 
\ percent (app! itel 90,000 « VE f Ar Air Fores 
| | preva i ( 1 ised 
| ‘ } VY \ | S Lule eover cert iin occupational 
i : © separa , ( ample. for truction workers, | 








l ’ edules for prevailit rate emplovees of the Department of the 
Ar und Department of the Air Force are based 1 job-evaluation plan which 
groups positions into grades based on differences in difficultv and responsibility 


At present, 28 grades are used for nonsupervisory positions and a separate schedule 





| itions, 

Kacl rade has four rate of pay, the second of which corresponds to the pre- 
vailing-rate level. hird, and fourth rates are respectively 95, 105, 
and 110 percent of tl . The general rule is that the lowest rate of 
the grade is the entrance rate and employees advance to the higher rates on the 


basis of length of,service and quality of performance. 
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An overtime rate of not less than time and one-half is paid for work in excess 


of 40 hours a week as required by the act of March 28, 1934 Night shift differ- 
entials follow local prevailing practices. They range from 4 cents to 10 percent 
for the second shift (common rates are 4 cents and 5 cents) and from 5 cents to 
15 percent for the third shift (common rates are 5 cents and 6 cents rhe usual 
rate for nonovertime work on a holiday is twice an employee’s regular rate in 


ar rate 
lieu of his regular rate, as a general rule Chis follows the pattern set by the Fed- 
eral kin ploye es’ Pay Act for salari dl « mplove es outside t he pe stal service 
Generally, the grade of a position includes consideration of such factors as 
hazard and working conditions The Department of the Air Force, as the sole 


exception to this rule, provides extra pay at 100 percent of an en ployee’s basic 


rate for time spent in flight testing 

The Army-Air Force Wage Board determines prevailing rate levels by loeality 
Wage survevs. These survevs develop infort ation Oo! DAS pav. including n 
centive pay and night differentials. They generally do not include data on other 
fringe benefits. Surveys are conducted approximately once a yea us far as 





possible, and are also scheduled whenever a locality wage schedule no longer 
reflects locally prevailing rates 

A representative of the Army-Air Force Wage Board serves as chairman of the 
locality wage board created for eacb survey. ‘The other Board members are 
representatives of installations in the locality Subject to suggestions frem the 
locality board, the Army-Air Force Wage Board provides the definition of the 
locality, a list of the jobs to be surveyed, and a list of firms tc be covered 

A locality generally corresponds with the labor-market area from which workers 
can reasonably be expected to accept employment without changing living places. 
Jobs to be surveyed are based on a master list of 32 key jobs, consisting of jobs 
that are typical of the Departments’ operations and likely to be found in private 
companies. In any given locality, jobs may be added where necessary to reflect 
local rate levels adequately. 

Firms selected for survey are those having operations and employment con- 
ditions most nearly comparable to the activities of the two Departments. Sur- 
veys exclude construction companies, job shops, whclesale and retail trade outlets 
financial institutions, hotels, and restaurants. 

Staff of the Army-Air Force Wage Board prepares wage schedules from survey 
data, plotting weighted average rates for the jot s surveved and constructing wage 





lines through the data by the least-squares methed hese lines are used in 
determining the second step rates of pay for grades | through 17. Other principal 


factors considered are the prevalence of certain kinds of jobs in the installations 
| 


concerned, wage schedules being established by the Department of the Navy, 
and the policy of paying a minimum wage of 75 cents an hour. This minimum 
applies to all types of schedules in continental United States except laundry 
schedules where a 55 cents an hour rate is the minimum wag 

In rare instances, 2 special flat rate may be established, as an exception to the 
regular wage schedule. This may be done only fcr a position difficult to fill be- 
cause of inadequate pay, where the practice in industry is to pay a flat rate, and 
where all companies pay about the same flat rate or rates significantly higher than 
the appropriate grade’s rate in the Army-Air Force schedule 

The method of setting wage rates for nonsupervisory grades 18 through 28 is 
affected by the fact that it has been in use for a relatively short time. lates for 
grades 18 through 28 are now set by extending the line used to set lower grade 
rates up to the point where that line crosses and becomes lower than existing rates. 
Above this point, existing rates are continued with some adjustments (for example, 
where supported by survey data 

Supervisory grade rates are based on rates for nonsupervisory positions plus 
percentage increments varying with the supervisory level. The wage of a first- 
line foreman over work at the grade 15 or lower nonsupervisory level, for example, 
is computed by adding 25 percent of the local rate for nonsupervisory grade 15 
to the rate for the grade of work supervised. 

Thus, collection of data on prevailing local rates for 32 jobs, more or less, en- 
ables the Department cf the Army and the Department of the Air Force to de- 
termine the rate of pay for any kind of position under the regular wage schedule. 
Rates for all grades are established from the data collected for the 32 jobs; any 
position of the numerous kinds which are not surveyed can be assigned to a grade 
on the basis of the difficulty and responsibility of its duties; the range of wage 
rates for the grade then becomes the pay scale for the position 

Employees or employee groups may present information or views to a locality 
Wage-survey board on the area, firms, and jobs covered, or any other matters 
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concerned in wage survey Any employee group whose membership is affected 
may have a representative attend the organization meeting of the locality board 
for purp On completion of a survey, the chairman of the locality board, 
O I iest reviews the 1 ts with such representetives but will ot reveal 
rate of individual companies surveyed, this information being ccnfidential) 
G rally t least ! ihe the two-man teams which collect data from 
al ned companies is 2 shop employee, usually at a supervisory level 

i A\rmy-Air Force Wace Board collects data jointly with the Department of 
the Navy and with the National Advisory Committee for Aeronautics whenever 
tl two agencies have installations in the same localities as the Armv and Air 
For ( Denertm nts All of these aA neies cor rdinate their late collecting activ- 
1 th those of the Bureau of Labor Statistics whenever they have installa- 
tions i he vicinity of majcr cities where the Bureau conducts community wage 

D f l year 1%5 the Army-Air Foree Wace Board used Bureau of 
I rs data to make ljustments in regular wage s dules in 34 1] 
calit special industry udies of the Bureau were also used to check the ade- 
quacyv of 8 laundry schedules and 7 printing and lithographic schedules The 
Department of the Army, Department of the Air Force, or both provided data- 
coll tion essistance in five surveys In 24 of the 34 locelities, the Armvy-Air 


Force Wage Board obtained additional data beyond thet collected by the bureau, 
ususlly from railroads which are excluded from burean surveys, or from com 
panies added to keep the survey sample consistent with earlier Army-Air Force 
Wage Board surveys 

Other prevailing-rate plans of the two departments set wages for much smaller 
numbers of emplovees. 

The laundry and dry-cleaning workers plan, for example, has 20 grades, each 





with 4 nav rates, and covered 7,535 emplovees on June 30, 1952. These workers 
had been under the regular schedules up to 1947 At that time, they were placed 
under special schedules which could reflect the relatively low rates paid in 
privately-owned laundry and dry-cleaning establishments. The minimum rate 
for laundry schedutes is 55 cents an hour (as contrasted with the 75 cents minimum 
for all other Army-Air Force schedules in continental United States). In most 


areas, present Army-Air Force rates are based on those in effect in July 1947 
when these positions were still under the regular schedules. Rates increase only 
when locality surveys show that prevailing rates of laundry and dry-cleaning 
firms exceed current Army-Air Force rates. 

Lithographic and printing workers in the District of Columbia are paid under 
schedules reconmended by the Interdepartmental Lithographic Wage Board. 
Elsewhere, such enployees are paid under regular schedules of the Army-Air 
Force Wage Board or, when local conditions warrant, under special schedules 
based on rates paid locally for lithographic and printing work. At all locations, 
there were 1,442 lithographic and printing emlpoyees of the 2 departments not 
paid under regular schedules on June 30, 1952 

K-nployees engaged for temporary construction or repair projects are paid 
rates prescribed by the Department of Labor under the Davis-Bacon Act for 
employees of contractors performing construction work for the Government. 
Where Davis-Bacon rates have not been prescribed, the departments pay the 
rates prevailing locally for construction jo! 

The few other special Army-Air Foree schedules cover very small groups of 
emplovees Hospital workers comparable to employees under separate com- 
missary service schedules in the Navy Department are paid under regular 
schedules by the Army and Air Force 

Both departments determine the pay scale for a prevailing-rate position (under 
their regular schedule and most other plans) by placing the position in the proper 
grade based on the difficulty and responsibility of its duties. This process is 
earried out by the personnel organization of each department, just like each 
department’s responsibilities for placing salaried positions in the grades of the 
Classification Act. Unlike the situation with respect to Classification Act 
positions, however, the Civil Service Commission has no authority to set 
standards or review the grades of prevailing-rate positions 

In order to assure consistency in evaluation, the Army-Air Force Wage Board 
is responsible for determining certain basic features of the evaluation plan, such 
as the factors to be used in evaluating jobs and the evaluation of certain bench- 
mark jobs which serve as reference points for other evaluations, and for reviewing 
the departments’ standards for prevailing-rate jobs after they have been issued 
by the departmental personnel offices. In addition, the two departments exchange 


ys 
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and comment on each other’ prevailing-rate job evaluation standards before 
issuing them. 

T Department of the Army uses a factor compa ) ( ted-in-po 310 
evaluation system for most prevailing-ra positio Five acto tre used 
experience and trai In veizhted 3), responsibility hted z iental applica- 
tion vsical demand (w i] and ] . ed 
I wndards fo p s of po I Lo } 
rati i ulde a | rine ry ) . 
each in the ra oO i i l f é 
work concerned With these aid j illa et , P 
rate positlo suby oO I ) ) i ' | 
also submit questionabl ( »Su I 

The Department of the Air Force u a ri me ) O «¢ 
1ts prevalling-rate positio I 1 do ( | 
among PoOsitlo! O! Las . ivo co r y If 
used in the Department of the Army job-evaluation pla : 
ards issued by the Department of the Air Fo des eo n 
levels of work that have bes su j ent ror ¢ 1 ) fo ’ 
series may provide for positions at only grad 9, 13, 15, and 19 istallatio 
place their prevailing-rate positions in the grades specified by indards. and ma 
submit questionable cases to higher orzanization leve Except when eme e] 
recruiting is necessary, field organizatior refer to depar ental headqua 
any positions which do not appear to be covered by a grade le | provided 
standards concerne d. The hea Iqu urters organization det ne s gra les for su 
positions and, to the extent appropriate, establishes ad litional grade levels 
the standards concerned 

Pay rates of most prevailing-rate employees in both Departments are determined 
within the four-rate ranges of the grades in which their positions are placed. 

As a general rule, the entrance rate of an en plovee is the minin im rat of 
gra‘le \ppointment officers have authority, however, to hire up to 10 pe 
of the number of yearly in-hires at the second rate Hirings at the second rate 


are based on special qualifications of individual applicants 

Otherwise, employees advance to the second F 
satisfactory conduct and performance; and to the tl 
satisfactory conduct and service or after 52 weeks 
better than normally required performance Adva 


requires 52 weeks of service, and superior conduc 
normal requirements in all respects \ one-step 
awarded for an act of heroism, 


> Department of the Navy 

































Prevailing-rate wage schedules of the Department of the Navy ar 1ed f 
Secretarv of the Navy (in practice, commonly th \s tant Secretary of t 
Navy for Air) on recommendation of the D urtment’s Off of Industrial Rela 
tions and after review and r ymmendatio Na wave co { | 
committee Is compos 1 - 5 member < appointed o I mme iat oO 
Chief of Industrial Relations, 2 on recomme rf « labo oup 
and 1 on recommendation of the chief of the bureau or off of the departm«e 
most concerned in the sch le under considerat 

An act. of July 16, 1862 (34 U.S. ¢ 905) remains the ba on which the Depart 
ment establishes wage s ul for i upproximately 300.000 (June 1952) ] 
vailing-rate employee ite pre es tl | ite « of t 
employees in the nav | co rm, as 
public inte witl of priva ! mim ‘ 
the respective yards, to be determi: the cor a ants of the ‘ I 
subject to the approval! and revision ¢ 5 tary « e Navy Phe D 
ment has determined that the term ‘‘navy vard ul aval i ut 

Prevailing-rate emplo of the Depart: ire ¢ D irily in pre 
tion, repair, and maintena O uval vi rdna ( ( Lirera 
installations. They are distributed among many loca 3, mostly at seaport 
Substantial numbers, however, are employed at su inland facilities as supply 
depots, ordnance plants, and ammunition depots Large concentrations are 
typical. Some of the largest are San Francisco, 40,000; Hampton Roads, 32,000; 


Philadelphia, 20,000; and New York, 20,000 

Ninety-seven percent about 290,000 emplovees olf its prevalling-t 
are in the Department’s laborer, helper, ar d mechanie service This group cor- 
responds generally to employees paid under regular schedules of the Army-Air 





‘ate employes > 
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Force Wage Board. Separate schedules are issued by the Navy Department for 


Clothing workers, laundry workers, printing and lithographic employees, com- 
\issary workers (contrary to Army-Air Foree practice) and a few smaller groups. 
Jobs in the laborer, helper, and mechanical service are grouped along craft lines 
ach occupation having a few relatively broad levels, such as helper and 
ourneyman Their finest divisions are called “ratings.’”’ To maintain the same 
ternal alinement of jobs at all installations, the Department arranges into levels, 
according to its National Average of Differences Index, ratings ranging from 
helper up to the journeyman level of most occupations Positions outside this 
range are paid on the basis of local prevailing rates or under a formula for cal- 
culating the difference from other rates, e. g., 50 cents above rating supervised. 


The National Average of Differences Index shows average relationships among 


wage rates of various navy ratir Averages are based on Navy Department 





age schedules in its 10 major labor-market areas at the time the index was 
developed As each of these schedules reflected in turn the prevailing rates of 
private firms in the locality, their average represents average practice of private 
firms in the 10 localities. Thus, the alinement of most positions in ae Depart- 


ment’s laborer, helper, and mechanical service is based on an average relationship 
of pay rates in 10 localities for comparable positions in industry 

Chis type of alinement is very different in approach from a grade level system 
based on evaluation of the difficulty and responsil ilitvy of duties of positions If 
the Navy Department finds, for example, that on the average among the 10 
localities pay rates for the rating of machinist are the same as pay rates for 
electricians, it places machinists and electricians at the same level and establishes 
the same wage rates for tl ratings at any given location. 

Mach rating has four! rates of pay, the second of which corresponds with the 
level of prevailing rates. The first, third, and fourth rates are respectively 96 per- 
cent, 104 percent, and 108 percent of the second. Generally, an employee enters at 
the lowest wage for his rating and advances to its higher wage rates on the basis 
of length of service and quality of performance. 

An overtime rate of not less than time and one-half is paid for work in excess of 
10 hours a weck, as required by the act of March 28, 1934. Night-shift differen- 
tials vary with local pre vailing practices. They range from 4 cents to 20 cents 
for the second shift and from 5 cents to 20 cents for the third shift. Common rates 
for both shifts are 6 cents, 10 cents, and 12 cents. The rate for nonovertime work 
on a holiday generally is the same as the compensation prescribed by the Federal 
Employees Pay Act for salaried employees outside the postal service, twice an 

plovee’s regular rate in lieu of his regular rate 

Navy Department practice provides additional pay for specified hazardous 
work or undesirable working conditions. With a few exceptions, rates of such 
additional pay are the same for all locations. A few examples are flying in con- 
nection with flight testing—50 percent of scheduled rate for 8 hours on each day 
of flight; high work, generally above 100 feet and without such safeguards as 
enclosed ladders——6 cents for each hour ot the shift involved; and dirty work, such 
as working in uncleaned fuel oil tanks or dirty bilges—6 cents an hour. 

The Department of the Navy follows the general practice of determining pre- 
vailing rates by locality wage surveys, many of which are conducted in collabora- 
with other agencies, as indicated later. These surveys develop information 
ou base pay, including incentive pay and night differential. They may also 
, overtime pay, 
vacations, holidays, and retirement plans, but such data is not used in establishing 


ocality wage schedules Normally, a locality is surveyed annually unless more 


or less frequent rate adjustments seem warranted by the behavior of private 








ollect information on such related practices as hours of work 


rat 

An area wage survey committee is established to conduct each survey. This 
committee consists of representatives of the principal installations in the locality. 
\ representative of the area wage and classification office (in effect, a regional 
office for wage and classification matters of the Department’s Office of Industrial 
Relations) serves as secretary and technical advisor of the committee. 

Subject to additions bv the local committee, the Office of Industrial Relations 
prescribes a list of occupations for which wage data is to be collected. The local 
committee determines, within rules laid down by the Department, the boundaries 
of the area of survey and the firms to be covered. 

In general, a labor-market area for wage survey purposes is the area around a 
naval activity within which workers do not customarily have to change domiciles 


Effective January 25, 1954, the Department of the Navy is returning to its former practice of providing 
only three pay rates for each rating 
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Kach installation mav desi ite an employee represt ut i i ( 
attend all meetings of the area wage surve col tte Cy era i ieast | 
member of the 2-man teams whi coll lata [ro LSS ed compant I i 
shop employee 
Representatives of employee organizations submit writt proposals and 
appear before the area wage survey committer ‘hey cé lggest add 
tional jobs or firms to be surveyed and other anges 1n Surv overage or p 
cedure One step in established committee procedure is to hold hear tO 
any representatives of employee organizations who sh to be heard \t 
hearings, union representatives present intormation O1 ews Dearing on rat 14 
the occupations they represent or any other pertinent matte! \t the depa 


mental level, the Navy Wage Committee itself includes two members appointed 
on the recommendation of organized labor groups 

The Department of the Navy collects data jointly with the Army-Air Force 
Wage Board and with the National Advisory Committee for Aeronautics wherever 
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these two agencies have installations in Navy labor-market areas All of these 
agencies and the Bureau of the Mint of the Treasury Department join their 
tine activities with those of the Bureau of Labor Statistics whenever 
installations in the vicinity of the major cities where the Bureau con- 








rate schedul of the Navy Department cover groups that 





are 1 ! than t laborer, helper, and mechanic service. The larger 
ones of these (June 30, 1952) are othing workers, 3,688; commissary employees 


> 798: laundry workers, 1,242; and printing and lithographic employees, 941 


Generally, schedules for those groups consist of four-rate pay ranges for specific 








ratir much like laborer, helper, and mechanical service schedules The 
D til and lighographie group in the Washington, D. C., metropolitan area 
| not elsewhere is paid under schedules recomme ded by the Interdepartmental 
Litho rapl ic Wa e Board | mplovees engaged for temporary construction o1 
repait projects are paid at rates based on prevailing local rates in the construction 
industry 

Deseriptions of ratings, currently in the form of guideline descriptions, facilitat 

rmination of the ng in which a specific position belong Facts about the 

duties of a position and its organizational relationships are compared with de 

ntior f ratings to determine the rating in which the position is placed. The 
pA scale for the rating then becom the pav seale for the position 

kach naval activitv place it prevailing-rate positions within the ratins 
authorized for it Depending on circumstances, use of additional ratings ma 
be authorized by the area wa and classification office, the Bureau concerned 
oO! Office of Industrial Relatio Office L\ r problems to higher level 
organization 

( erall ( rvee is hired at tl lowest pav rate for his rating H 
prog? es to the se 1 rate after 26 w and from the second to the third 
rat if ik weel f satisfactor onduet and performance \n emplover 
a lval fron ( cond to the third rate after 52 week nthe | if better 

in normal performances Advancement to the fourth? rate requires 52 weeks 
- cor ( iperior performan and qualifications for performing major op ra 
{ s of t oecupatio \n empl e may also be advanced one rate for an a 
( erois! for an outstanding performance ratit or because a subordins 

+} rw roy \ j 1 in he ld 








acti 
A certain deg : 2 I i | en rmvy-Air Foree and Nav 
! viling-rate practice I} rdination affec the structure of the two pa 
la re uli i survey md specific wa Lule 
Until a few years ago, prevailing-rate schedules of the Navy Department 
rovided three pay rates for each rating The Army-Air Force Wage Board 
la on the other hand pre ved five rate vr each grade In 1951, bot 
organizations installed four-rate pay ranges, with a generally uniform plan for 
vivancement from rate to rate 
oth Department of the Nav and Army \ir Force wage che lules the second 
f four rates corresponds to the level of prevailing rates Up to this time 
how r, the two organizati do not use the same spread between rates Army 
4 Force first, third, and fourth rates remain at 95 percent, 105 percent, and 110 
percent, respectively, of the second rate, while Navy first, third, and fourth rates 
are 96 pereent, 104 percent, and LOS percent of the second rate 
Very recent changes in the Army-Air Force Wage Board method of settin 
rates for supervisory positions have brought tl Board’s practices in this matte 
mu closer to those of the Navy Both plans now set pay rates for supervisors 
on the basis of fixed differentials over rates for nonsupervisory employees. 


The highest degree of coordination between the two wage-fixing organizations 
exists in the Joint wage surveys that are made where both have installations in 
the same labor-market area liming of these surveys is coordinated, and the 
surveys themselves are planned and organized in joint meetings at all organization 
levels concerned. Data-collecting teams from installations of all departments 
concerned divide the firms to be visited. Survey results are pooled, each of the 
two wage-setting organizations receiving complete sets of data. Then each uses 
the data independently in developing its wage schedule. 

Wage rates based on joint surveys are subsequently coordinated by informal 
xchange and discussion of proposed schedules at the departmental staff level. 





? Effective January 25, 1954, the Department of the Navy is returning to its former practice of providing 
ynly 3 pay rates for each rating 
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Such coordination relates selected points on Army-Air Force and Navy schedules 
It cannot overcome differences inherent in the two systems under which, for ex- 
ample, the Navy Department ratings of electrician and machinist are at a single 
level and Army-Air Force practice places the two types of positions in grade 15 











and grade 17, respectively 
B PRACTICES O} OTHER \ NCU 

Although the Department of Defense is by far the largest « over of prevail- 

-rate emplovees, several other agencies have substantial number n the trades 
crafts, and labor group paid in accordance with prevailing rat Some of these 
agencies have developed their own pa vsten Others { AY Air Fores 
x Navy rates wherever available 
,. EM partment of the Ty 

Prevailing-rate practices in the Department of 1 Inter lif] tantially 
from the highly centralized syste ; of the Army-dAir | Wa i rd 
Navy trie t Within ¢ 1) depart ntal p i 1 ( re 
lations, the wage progran administered by the bureaus and eq ule 


divisions of the Dx partment to which wage-fixing a hor 
The Department's Divisio ( rersonunu Super 4 i \la i ‘ 
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position in the area surveyed, and ther ! : plicable to 
positions at all locations Rates of supervisory posi ed On preva 
differentials over journeyman rates for the craft cones 
Overtime rates are not less than time and one-half, in accordance with t 
of March 28, 1934 As in the Department of Agriculture, emergency fire fighter 
do not receive overtime pay Double-time rates for overtime work have bee 
negotiated for some activities under formal labor-management agreements \ 





10-percent night differential is paid uniformly. Two times an employee’s regular 
rate, in lieu of his regular rate, is paid for nonovertime holiday work except wher 
prevailing local practices justify another rate. 

In most bureaus local wage surveys are made by local installations at intervals 
generally of not more than 12 months. The bureau’s regional wage boards estab- 
lish and adjust wage schedules in accordance with survey data. Regional directors 
or field officials of comparable administrative level approve and issue wage sched- 
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ments to the second and third rates may also be ma i i e normal 
periods of service 
Departmental policy provides for giving employees concerned a full opportunits 


to be heard at any time regarding their wage rates. It also requires making wage 


schedules available to any employee or his representa 
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mental and physical, required to perform the duties tach laboratory subt 
its class dese riptions r headquarters office ippI i Laboratories il resp 
sible for placing positions in the classes approved ibject to inspections by 
headq larters office. 

Unlike many other rate-range pay plans the Federal set e, the prevail 
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1 be s at al rate oO t er 
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lormance rating of ilIs \ | 
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emplovec il | per t ( i 
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Departme of Com 

Like the Treasury Depat e Department of 
use oO vage sci esta \ ( ( I i \ ( 
pre ling rate ) ‘ om] l 1) 
Maritime Administratio vas i ( ) R 
wnization Plan 2! of 1950. a 15 yf | Roa t I 
Departr t bv Reorga ati Plan 7 ! 

Most prevaili rate s< of Depart vt ( 
under authority of section 202 (7) of Classif \ | D ! 
Office of Per yr)? ! Mat ) ? al 1 ‘ t ) ( 
recommendation ft I ot f i ( 1) 
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Of the Depa 2,156 pr ( 2 
large proportiol | ( ’ ) I 
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mari the ma le Lic ot ( ( wid 4 n 
of terminals and warehouses Nar Administra f edules e 
Armv-Air Foree Wage Board ra and ra range i 1 Lie { I e 
POSLULLIONS of rie l! al re | { ( I if i 1 \r \ I 
grade level Che agen ses Ar \ vene faator hron me 
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i f Publie | vais i pa 
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and on¢ for ( ' f i i iY ee 
with the m requil Ma 2d rot \rmy-Air 
Force nig! entia ind pa I oO i 1¢ le 
an employ ular rate it of | ir ra 

6, Te nnessee Valle 1 Authority 


Congress has 21Ve!l the Tennessee Valle Authorit 1a ( 
in appointing and fixing the compensation of classes of « ees 
service laws and such pay statutes as the Classifiecat Let are 1t applica 
this agency. 

Unlike other agencies, the Authority negotiates salary rates for most white- 


collar workers \ basic consideration in such negotia sis the preva g ve 
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of rates for similar work in the vicinity. This report, however, is concerned only 
with practices affecting those groups of employees whose wages are fixed on a 
prevailing-rate basis by Federal agencies generally; that is, employees in trades, 
crafts, and labor occupations 

Section 3 of the Tennessee Valley Authority Act of 1933 lays the foundation 
for the Authority’s practices in setting wage rates for what the agency calls its 
trades and labor personnel. This section, among other things, directs the Cor- 
poration to require contractors to pay not less than prevailing rates for work of 
a similar nature in the vicinity, and in determining prevailing rates to give due 
regard to those which have been secured through collective agreement by employ- 
ers and employees. If the Corporation employs such workers it is required that 
they be paid the prevailing rates of pay. Section 3 further provides that if any 
dispute arises as G what are the prevailing rates of wages the question shall be 
referred to the Secretary of Labor and his decision shall be final. 

\ basie general agreement and supplemental agreements establishing policies 
on union-management relationships, certain conditions of employment, and 
machinery for fixing wages and dealing with other matters has been negotiated 
by the Tennessee Valley Authority and the Tennessee Valley Trades and Labor 
Council, comprised of the unions to ae the employees belong. Wage-setting 
functions are carried out by the Director of Personnel, assisted by a management 
panel, representing managment, and the Tennessee Valley Trades and Labor 
Council, representing employees. Wage schedules agreed upon by management 
and employee representatives become effective on approval by the Board of 
Directors of the Tennessee Valley Authority. 

In addition to some 10,000 hourly construction workers, there are 3,841 em- 
ployees (June 1952) in the trades and labor group of this agency. Most of them 
work in the operation and maintenance of the Authority’s hydroelectric and steam 
powerplants and chemical plants. They are distributed throughout the Tennessee 
Valley area, with about 1,700 at Wilson, Ala., more than 100 at each of some 8 
other locations, and the remainder in groups typically of from 20 to 100. 

Construction and temporary maintenance and operating employees are paid 
under an hourly rate schedule which provides a single specific rate for each type 
of position (e. g., bricklayer), based on rates paid for the same type of position 
throughout the valley area. Regular maintenance and miscellaneous operating 
workers are paid under a similar schedule of annual rates. Two other schedules 
cover regular operating work in powerplants and chemical plants, respectively. 
Each of the two arranges the types of positions concerned by grades, or levels of 
skill and responsibility, and prescribes a single annual rate of pay for each grade. 
The powerplant schedule has 10 grades; the chemical-plant schedule has 7. 

Thus, the Corporation establishes rates on a craft basis for the constuction and 
maintenance groups, where plentiful prevailing rate data exists on a comparable 
basis. Varying job breakdowns in industrial power and chemical plants, however, 
do not permit this type of treatment for the Authority’s plant jobs. Accordingly, 
it becomes necessary to group the positions concerned into grades and establish 
wage schedules based on data for only certain key jobs. 

Hourly rate employees receive extra pay at twice their regular rates for overtime 
and holiday work. On night shifts, as a general rule, they work 7 hours and are 
paid for 8 hours. Annual rate employees receive additional pay at a time-and- 
one-half rate for overtime work generally, and at a double-time rate for overtime 
work on an employee’s Sunday and for work on a holiday. They are paid a 
shift differential of 6 cents an hour for the first night shift and 10 cents an hour for 
the late night shift. 

Wage schedules may be revised not oftener than once each year. As arule, a 
preliminary wage conference is held early each fall. This preliminary meeting 
determines if a wage conference is needed and, if so, makes the necessary plans. 
The wage conference itself is held during late November and early December 
Between the 2 conferences, the unions furnish the Corporation with their proposals 
and the 2 parties exchange wage data. 

During this period, the Tennessee Valley Authority, under direction of the 
Division of Personnel, conducts surveys of prevailing wages in the vicinity. <A 
representative of the personnel office collects data for the hourly rate construction- 
workers schedule. For other schedules, data-collecting teams generally are 
composed of a representative of the personnel office and an operating official 
engaged in the same kind of activity as the industries surveyed on a particular trip. 
Copies of data collected are furnished to the Army-Air Force Wage Board, this 
being about the only connection between the Authority and other Federal agencies 
(except the Department of Labor) in setting trades and labor wage rates. 
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With very few exceptions, the Tennessee Valley Authority establishes wage 
rates applicable throughout its entire area of operation Chis enables the building 


up of a mobile work foree, avoids following a variety of local rules on travel time, 








reporting time and premium rates, and reflects recruiting practices, which : na 
valleywide rather than a locality basis As wage schedules are v: de 
prevailing-rate data is also collected throughout the entire valley area 

Employers covered include major industries, utilities, contractors’ associations, 
and major construction projects Union rates are used whenever they are avai 
able. The principal test for inclusion among firms to br ed is compara- 
bility of operations; the Corporation has not established an es of companies 
to be excluded. In general, Corporation policy is to pay neither the lowest nor 
the highest rates in the area, but to pay rates comparable to those of progressive 


employers. 

The Director of Personnel of the Tennessee Valley Authority and the presid« 
of the Tennessee Valley Trades and all f 
conference, After initial formal presentation of union requests for revisions in 





committee made up of equal numbers of management and labor members 


pay rates, the requests and supporting data are referred to a joint wage data 























The wage data committee reviews wage lata present lL bv the Ino! ind the 
data gathered by the Corporati | basie fur ion of the eon tte to 
reconcile the two sets of information and furnish the yor ynfer e wi 
factual wage data, ntatives o wagement 1 labor 
which will serve as ions The mai f the 1 . t 
with in this process ¢ Lh of the jobs lustry for data 
have been gathered ob concer 

Management met ita co t he ul itive wa 
proposals After review and modification by the Director of Personnel and the 
Corporation wage panel, these become management’s first wage proposal to e 
council, Subsequent negotiations, based on proposals at ‘ounterproposals, art 
carried out by the conference anda finally result in scheaules agreeable to both thi 
management panel and the council 

On approval by the Board of Directors of t lennes Vall Author 
agreed-on schedules become effective Onlv four dist . ve re ired ac 
by the Seeretarv of Labor Ot two decisions on appeals ounell, ot fa j 
the Corporation, thre ot! I favored Lie councu 1 d< oO ol tne two ses 
appealed bv other parties uy held the ¢ orporation’s osi 

A continuing joint classification con ttee dea! wh ! tters reiatil oO 
classification of trades and labor positions Committee actions become final on 
approval of the director of personnel and the presicet I i@ trades a l oor 
council 

Construction and maintenance po ions is { to ( bppro} t { 
and wage rate on the basis of established craft practi Position nt ir 
power and chemical operations are assigned to classes and graces in accordanc 
with written grade standards 

The joint committee is concerned w th chanee n the classifications listed in 
wage schedules, such as estal shment or ei IN: oO L s, or changes ithe 
relative levels; assignment of power and chemical! operatiot 5 to gra und 
selection of representative classes to be used in wage surveys; approval of classifi- 
cation and qualification standards and the principles and procedures Involved In 
the application of standards; and the resolution of problems concerning the clari- 
fication or definition of the duties and responsibilities of trades and labor classe 
The joint committee has no jurisdiction over the application of the wage schedules 
or scheduled classes, to individual positions. This is regarded as an administra- 
tive function and is performed by the operating divisions and t ( al pel l 


office of the agency 
7. Government Printing Oflice 


Although it is under the legislative branch, there are several reasons for includ- 
ing in this report the Government Printing Office method of setting wage rates 
for trades, crafts, and labor occupations. This organization is a large employer 
in the Washington area, its rates are the basis for wage rates for similar occupations 
in the Treasury Department’s Bureau of Engraving and Printing, its rates 
influence those set by the Interdepartmental Lithographic Wage Board, and its 
method of setting wage rates differs 

Wage rates of the Government Printing Office are established under the Kiess 
Act of June 7, 1924 (44 U. S. C. 40). This statute does not in so y words 
establish a prevailing-rate policy It provides that the Public 
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C. PRACTICES AFFECTING UNITED STATES CITIZEN EMPLOYEES OVERSI 

Much of the manual work at overseas posts is performed by aliens employed 
locally and paid at rates corresponding to local wage levels ‘his studv. however 
is confined to practices affecting United States citizen emplovees and does not 
deal with the unique problems encountered in establis! vage schedules for 
locally hired aliens. 

Table 4 of appendix A shows the ageney listribution of | 
States citizen prevailing-rate emplovees overseas 

Only two agencies set Wages for any appreciable nu el f bluecollar workers 
at foreign posts who are United States citizer These are the Army-Air 1] ; 

ace Roard, l 2e emplovees ind the Depart! ent of t Na 191 er 
the two together totaling 1,912 (June 1952 

A total of 30.105 United State el June 1952) are ¢ nloved : 
crafts, and labor occupations territorial areas. inel e Canal Zon 
the Pacific Trust Territory More than 98 pereent (29. of these are paid 


under schedules of the Depart: ent of the Navy 14.810 \r v-Air Force Wa 
Board (8,900), Department of the Interior (4,342), and the Canal Zone Gover 
ment-Panama Canal Company (1,561 The bulk of emplovees concerned 











| | 
are stationed in Hawaii, Alaska, Puerto Rico and the Vir Islands, the Panama 
Canal Zone, and Guan 
as SS pecia con eratior ? é ng ove ¢ ae 

Wage setting for United States citizen blue-eollar we ers overseas involves a 
number of considerations tl ire ho present ¢ and At fore 
posts, wage levels prevailing locally are ot geared to the American standard of 
living and are not a suitable basis for wages of United States citizens Wag 
levels in some territorial areas are also very much lowe1 ‘ nthe State | 
though local residents are l ted States citizens, agencies commonly estal h 
two wage schedules in such territorial areas, one based on mainla t ind 
applicable to emplovees from continenta! United State t other refleeting loeal 
wage levels and used in paving employees hired loca n both foreign and 
territorial areas, agencies must determine whether to extend overseas allowances 
and differentials, either as such or as equivalent increments in base pay, to en 
plovees in the prevailing-rate group 

Kach agency, in its discretion, may extend to its blue-« ar workers who are 
United States citizens the cost-of-living allowances and quarters allowances pa 
able to salaried emplovees at foreign posts Foreign post differentials, which 
compensate Tor environmental conditior ch as to warrant a recruitment incer 
tive, and both the similar post differe ia und the ¢ { Liowant 
payable in territorial areas, are payable by law \ 1) ees whose sala 
rates are fixed by statute Thus, wage-board emplovees are ineligible for these 
types of pay as sucl Agencies at their discretion, however, may ld into 

wage rates for biue-coilar workers amount equivalent t or tor the 

same purposes as, foreign pe differentials and the rms of additional compensa- 





tion payable in territorial areas 


2. Representative overseas wage pra es 
More than 98 percent of the United States citizen prevailing-rate employees 
outside the States are on the rolls of the three military de 
ment of the Interior, and Canal 7 
Practices of these agencies, there 
generally for such emplovees ove 
The Army-Air Fores Wage Board al 1 the Depart ent of the Navv follow 








their respective forms of wage schedules overseas as in the States \ somewhat 
greater degree of coordination exists in overseas areas, however 
Both of these wage-fixing agencies base their wage schedules for United States 


citizens at foreign posts on the average of rates established for the 24 principa 
recruiting areas in the States. To these they add a recruitment and 1 
differential, which is the same for both 
not all posts, this increment conforms with the rate of foreign post differential 
prescribed by the State Department for salaried personnel 

Wage-setting practices of the military departments vary among Territori: 
areas. Locality wage surveys serve as the basis for wage schedules in Alask¢ 
where prevailing local rates are exceptionally hig! Practice in Hawa 
varied from time to time with employment needs and the extent to which re- 
cruiting from the mainland has been necessary. Current practice is to establish 


wage schedules on the basis of wage rates prevailing in the Territory Local-rates 


agencies at any g 


lvel post. 1ost 
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schedules are used for local citizens in Puerto Rico and Guam; rates for continental 
citizens in these possessions are fixed, as at foreign posts, at a given percentage 
above average rates in the States. Wage schedules of the military departments 
for most United States citizens employed in the Canal Zone follow the Canal 
Zone Government-Panama Canal Company practice of fixing wages 25 percent 
above the rates of 9 naval shipyards in continental United States. 

Overseas wage schedules of the Army-Air Force Wage Board and of the Navy 
Department, respectively, have the same structure as corresponding schedules in 
the States. That is, the Army-Air Force system of grades and of step rates 
within each grade at intervals of 5 percent of the second rate extends to overseas 
areas, as does the Navy system of craft wage scales and of step rates at intervals 
of 4 percent of the second rate. 

Both wage-setting agencies, however, take special measures to reduce the dif- 
ferences in their overseas schedules. ‘To start with, both agencies agree on the 
same second rate at the helper level and at the level most comparable to the Navy 
Department’s five benchmark trades In some areas each agency then alters its 
usual wage structure so as to minimize the differences between their rates for like 
work Che Army-Air Foree Wage Board does this by increasing rates of grades 
immediately below, and depressing rates of grades immediately above, the level 
corre sponding most closely to the Navy Department’s five benchmark trades: 
and the Navy Department contributes by lowering rates for certain levels of 
journeyman jobs. 


\ n the State prevailing rate practices of the Department of the Interio: 
overseas vary among the Department’s subdivisiol This is reflected in the 
practices ol the Department’s three principal overseas emplovers June 1952 
the Alaska Railroad (2,696 emplovees), the Alaska Road Commission (464 em 
plove and the Vire Islands Corporation (S98 emplovees 

Schedules of the Alaska Railroad, which provide a single rate for each type of 
positio are developed through negotiations with emplovee representatives. \ 
there are no other railroads in the Territorv this ageney cannot survev rates 
prevailing for milar work in its loeality Consequently, negotiations take into 

‘ount railroad wage rates in the Northwestern States Differentials over 
State rates granted in recognition of differences between Alaska and the States. 
primar in living cost ( ter prominently into the negotiations 

r} \laska Road Commission follows the regular wage-board procedures used 
in the States by activities of the Interior Department which do not fix rates by 
collective bargaining Thus, the road commission collects prevailing-rate data 
in the Territory and establishes wage schedules having a single rate for each type 


ands Corporation, white collar and blue collar alike, 
isting of 19 pay grades. Mach grade provides six 





pay rates The schedule is the result of a local survey and takes into aceount 
par rates of private firms and the local government 

Wa rates for United States citizens employed by the Canal Zone govern 
ment-Panama Canal Company in trade 





ufts, and labor occupations are estab 





of two members 
appointed by the Governor President One of these, as a representative of labor, 
is nominated by the Central Labor Union and the Metal Trades Council of the 
Canal Zone. The wage board makes recommendations to the Governor-President 
it does not have final authority to fix rates of pay 

Canal Zone government rates are fixed in accordance with section 81 of title 2, 


lished by wage-board procedure The board is composer 


Canal Zone Code. as amended (48 UU. 8, CC. 1305 This section provides that 
rates of pay shall not exceed by more than 25 percent the rates paid by the 
Government for similar work in continental United States. The Panama Canal 


Company, in exercising its general authority to fix rates of pay, follows the 
policies pres’ribed by law for the zoe government, 

Canal Zone Government-Panama Canal Company rates, as a general rule, are 
set the full 25 percent permitted above the States rates on which they depend. 
The States rates to which government-canal schedules are related vary with the 
occupational groups concerned. For example, craft and craft-supervisory scales 
are fixed at 25 percent above the average rates of nine naval shipyards in conti- 
nental United States; journeyman craft rates in the Government Printing Office, 
plus 25 percent, serve as guides in determining rates for printing occupations; and 
railroad positions are paid at rates based on certain key rates paid by class I 
railroads in continental United States, as shown by monthly statistics of the 
Interstate Commerce Commission, plus 25 percent. 
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D. EXTENT OF VOLUNTARY INTERAGENCY COORDINATION 


A number of instances of voluntary interagency coordination have already been 
described. These include coordination among the departments constituting the 
Department of Defense, in continental United States and overseas; agency use 
of wage schedules established by other departments, such as use of Army-Air 
Force wage board schedules by the Department of Commerce, and use of Navy 
Department schedules by the Coast Guard; and joint setting for fire 
fighters by the Department of Agriculture and the Depart ment 

Each of these examples affects only a very few agencies 
stances, however, of interagency coordination on a broader 
programs of joint wage surveys, and the interdepartmental 
board. 





1. Joint wage surveys 








In areas where both establis! pay schedules, the Army-Air Foree wage board 
and the Department of the Navy make joint surveys of prevailing rates The 
National Advisory Committee for Aeronautics part ic ipates wherever it has ir 
stallations. Surveys of these agencies are also coordinated with communitv wage 
surveys made by the Bureau of Labor Statistics of the Department of Labor 
The Bureau of the Mint of the Treasury Department has recently become a } 
ticipant in the consolidated surveys conducted it cities bv the Bureau of 
Labor Statistics and other agencies Thus where 5 of these agencies are 





concerned in a locality, all 5 combine forces in surveys of prevailing wage rates 

The number of surveys in which the Bureau of Labor Statistics participates 
varies from year to year with variations in the funds available for its community 
wage-study program The Bureau’s program for fiscal vear 1954 covers 17 
communities In addition to the joint survey procedure described, the Army- 
Air Force Wage Board makes use of data collected by the Bureau of Labor 
Statistics in several areas, with or without gathering supplemental data. 

Planning for joint surveys is accomplished by interagency conferences at the 
departmental level. Data collectors furnished by all participating agencies 
receive their instructions simultaneously at interagenev meetings in the loeality 
concerned When the survey is completed each ageney has copies of the wage 
data in which it is interested 

Some problems arise because of differences in the use to which the data is 
put by the Bureau of Labor Statistics and the other participants, and because 
of diiferences in techniques, for example, between the type of job descriptior 
used by the Department of the Navy and the type used by other participants 

Differences in the use of data result in differences in cove rage required bv the 
several participants. One of the major differences is that the interest of the 
Department of Defense and National Advisory Committee for Aeronautics is 
much narrower industrywise than the coverage of the Bureau of Labor Statisties 
The Department of Defense is also interested primarily in large companies. Navy 
Department coverage includes certain types of jobs in addition to those surveyed 
by other agencies. The Bureau of Labor Statistics, on the other hand, collects 
data for officeworkers and for professional and technical jobs, as well as for kinds 
of positions paid under prevailing-rate schedules of Federal agencies 

The pooled lists of firms show a group of firms in which all participants are 
interested, another group of interest only to the Bureau of Labor Statisties, and 
a third group with which the Bureau is not concerned sureau staff collects 
data for firms of concern only to the Bureau, staff of other participants collects 
data from firms in which the Bureau has no interest, and 2-man teams consist- 
ing of 1 representative of the Bureau and 1 from other agencies visit the firms 
from which both the Bureau and other agencies desire data. Jobs surveyed in 
this last group of companies include those in the standard list of the Bureau plus 
positions not on this list for which data is required by other participants. 

Differences between the purpose of Bureau of Labor Statistics and other agency 
surveys, which result in differences in coverage and in desirable survey timing, 
place some limitations on the value of these joint undertakings. At the very 
least, however, the coordinated surveys have eliminated in the cities concerned 
duplicate visits to the same firms every year by representatives of several Federal 
agencies seeking essentially the same wage data. 





2. Interdepartmental Lithographic Wage Board 

The Interdepartmental Lithographic Wage Board is the outstanding example 
of voluntary interagency coordination in wage fixing, with respect to both the 
number of agencies affected and its concern with the entire wage-setting process 
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utgrowth of an informal joiat committee established 

Department of War, and the Agriculture, Navy, Com- 

Departments It now has a formal charter and consists of 

‘th from the Agriculture, Air Force, Army, Commerce, Interior, 

lepartments, 2 representatives of agencies ving 75 or more positions 

Board’s jurisdiction, representing agencies having from 25 to 74 

95 positions. The 

nonaffiliated ager at the present time are the Department of Justice 

iry Department The Treasury Department, however, generally 
Board and follows wage ‘hedules the Board recommends 


tions, and | ignat vy agencies with less than 


purpose is to maintain uniformity in wage rates paid to employees 


agencies ia the ashingt area W are engaged in quantity 

photo-offset litho- 

and similar duplicating work in processing plants, and such 

ions as may be excluded from the Classification Act Although 

‘isdiction is limited to the Washington area, some agencies follow 
elsewhere and some extend their Washington rates to other areas. 


maps and chart ithographie processes, 


he Board include the conduct of Wage surveys and recommenda- 
hedules to participating agencies, development and recommendation 
ey and rules for fixing pay rates of individuals under the wage 
d revision as necessary of written job standards, 
grade levels 

\v and at the call of the elected chairman. 

‘lerical § ance and staff for conducting ws 

rvey is considered each year and each ves 
th ay an and survev techniques developed by the Board are 
(Army ir Foree Wage Board system Job evaluation principles 
standards are prepared for grading positions on the basis of the level of 


erformed ur rate pav ranges ¢ tablished for each grade, and survevs 


posit 


ose rates serve ¢& th f for constructing a schedule of 
for hiring at the min im rate of the grade. All other 
how freque periodie step increases will be 
1e specia which apply to prevailing-rate 
concerned or (>) the rules for employees under 
are paid for overtime work in accordance with 
to blue-collar workers generally. They are 
a) at rates applicable to prevailing-rate 
coneerned or (6) at the rates preseribed for 
the posta ervice D\ the Federal Employees 
thographic WV age Board has rationalized Federal wage 
occupations concerned Within the 
the Board has prevented the development of many differing 
costly duplication of wage survevs, and the existence of a 

Dav scales for identical joDs in the same locality. 
Board, however, have not eliminated all unwarranted differ- 
ences among practices of participating agencies Variations in within-grade salary 
met! ylans and in premium-pay practices continue to exist, as do instances 

} 


ial agencies, because of lack of funds, delay making effective the 
led hw 1 


vided DV hew sched ies 


DAasis places certain general limitations on the effectiveness of the 

© impossible for the Board to reach a decision when views of 

gencies are widely divergent; and questions of the scope of authority 

participating agencies may prevent action of the Board on matters 
ngle interagency action is desirable. 





